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ABSTRACT OF CAPSTONE
AN EXAMINATION OF SUPERINTENDENT SALARIES AND
COMPENSATION PACKAGES IN KENTUCKY

The salaries and compensation packages of women in the United States fall short of
those to men holding similar employment positions. This study will look specifically
at the salaries and compensation packages of current Kentucky school
superintendents and investigate whether or not there exists discrepencies among them
along gender lines. The researcher will consider the demographics of the school
systems and compare districts of similar statistics when examining the salaries and
compensation packages.
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CHAPTER ONE
INTRODUCTION
Since women began entering the workforce in large numbers there has been
an issue of a wage gap. Women have historically made less money than their male
counterparts for performing the same or similar jobs. Teachers, however, both male
and female by and large are held to the same pay scale considering education and
years of experience. Discrepancies in principal salaries may vary related to the
school’s student body population rather than the gender of the leader. Because of the
ability to negotiate contracts, superintendent salaries have the potential to
demonstrate a wage gap.
Research indicates nationwide, salaries and compensation packages are lower
for women than for men among people holding comparable positions. The Bureau of
Labor Statistics reports that nationally women are compensated at a rate of pay 77%
of that of men (U.S. Bureau of Labor Statistics, 2013).
A study published in the American Medical Association Journal in 2012
researched yearly salaries of mid-career doctor researchers with similar levels of
education and experience and compared their compensation by gender. The females
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made $12,194 less per year than their male counterparts (Casserly, 2013, p. 9). Even
among the highest paid Chief Executive Officers in the nation there is a pay disparity
between men and women. “According to Bloomberg editors Carol Hymowitz and
Cecile Daurat, also the highest paid female leaders earn 18% less than their male
peers” (Casserly, 2013, p. 11).
United States policy makers have made several attempts to equalize wages
between male and females with the same responsibilities by passing legislation as
with the Equal Pay Act of 1963. The Equal Pay Act prohibited discrimination based
upon sex of payment of wages by employers engaged in production or commerce.
This bill also legislativley mandated that payment by employers would be established
for women at a rate the same as that of “the opposite sex in such establishment for
equal work on jobs the performance of which requires equal skill, effort, and
responsibility, and which are performed under similar working conditions” (United
States. Department of Labor. Office of the Solicitor, 1963, p. 1). There were several
issues with the language of this bill. It left much room for interpretation as to what
exactly constituted equal skill, effort and responsibility. Many employers felt
justified in saying male employees were more highly skilled than females and
exhibited more effort (Wyman, 2003). It became a practice of adding more
responsibilities to the contracts of males in order to justify paying them a higher
salary (Wyman, 2003). Language of the Equal Pay Act also created another problem,
employers began to simply not hire women. If forced to pay them equally, decisions
were made to not hire them altogether and be within the law to do so. These
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discriminatory practices led women to file law suits. Proving they were not hired
because they were female proved to be both challenging and difficult. The burden of
proof lies on the female to establish they have been paid less when responsibilities are
identical and their skills are the same (Wyman, 2003). This in turn led to additional
legislation.
The Civil Rights Act of 1964 provided protection for women and other
marginalized groups that had traditionally been discrimated against that included
African American and Hispanic citizens. This act was much broader in its intent.
The purpose of this piece of legislation was to prohibit discrimination in a multitude
of areas including hiring, firing, compensation, classification, promotion, and other
employment decisions (Crampton, Hodge, & Mishra 1997). This act promoted
equality in employment decisions “with respect to compensation, terms, conditions,
or privileges of employment regardless of an individual’s race, color, religion, sex, or
national origin” (United States. Department of Labor. Office of the Solicitor, 1963,
p. 1).
Similar to the Equal Pay Act, there were problems associated with this piece
of legislation. It contained weaknesses which limited its effectiveness in addressing
the gender wage gap. More women were now being hired, but at a lower wage. In
addition, this Act allowed employers to define situations in which employers could
demonstrate the need to hire one sex only employees as a “bonafide occupational
qualification” which led to legal wage discrepancies (United States. Department of
Labor. Office of the Solicitor, 1963). As a result, these policies discouraged women
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from pursuing traditionally male dominated careers. Women felt for every move they
made to advance in the workforce, there was a counter move that hindered or blocked
the forward movement. Many women believed the likelihood of ever securing a CEO
or administrative position to be very low (Wood, Corcoran & Courant, 1993).
In 1991 another Civil Rights Act was passed. The Civil Rights Act of 1991
has been credited in providing some closure to the gender wage gap. It was
introduced as an amendment to the Civil Rights Act of 1964 with the goal of
“strengthening existing protections and remedies available under federal civil rights
laws by providing more effective deterrence and adequate compensation for victims
of discrimination” (Lichtman & Fechner, 1992, p. 16). This Act made it much easier
for women to sue and win as the burden of proof was much easier to meet. It also
made the compensation include damages the employer had to provide much more
substantial if they lost in litigation. These cases now included punitive damages for
the purpose of deterring intentionally harmful employment practices (Lichtman &
Fechner, 1992). The Civil Rights Act of 1991, although better than its predecessors
had some weaknesses. If a business had fewer than 15 employees it was exempt.
Another flaw in this Act was an employee had only 180 days from receipt of their last
paycheck to file suit.
The most recent legislation enacted was the Lilly Ledbetter Fair Pay Act.
This Act was signed into legislation in January, 2009. Her lawsuit claimed she was
being paid less than her male counterparts. This court case went all the way to the
Supreme Court in 2007. The high court found in favor of her employer, The
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Goodyear Tire Company, citing the 180 day regulation found in the Civil Rights Act
of 1964. Although the Lilly Ledbetter Act expanded the rights of workers to sue in
wage discrimination cases, her law suit brought to the forefront the need to change
the restriction of the 180 day regulation. This part of the regulation was later relaxed.
Salaries alone are one piece of the issue to be analyzed in determining
possible inequities of practice. Compensation packages that include tax shelter
annuities, car allowances, housing, travel reimbursement, sick days and retirement
options are all part of the equation.
Through much legislation, many court cases and complaints and numerous
policies and procedures designed to address the gender gap in salary and
compensation, wages for many women still lag behind men with all things being
equal. Since 2012, nationwide data indicate men still make more money than women
in the workforce (U.S. Bureau of Labor Statistics, 2012).
The K-12 public school education workforce is not immune from wage
discrimination practices at the level of school district superintendent. Kentucky
superintendents must hold a minimum certification requirement. Applicants, both
men and women cannot hold the position without completing the required courses to
attain the superintendent certificate. Kentucky state statute outlines the
responsibilities of the superintendent of a school district; therefore the responsibilities
are the same for each and every district. Demographic variables that impact
superintendent salaries include the school district student population, the number of
schools within a district and the number of subordinates that answer to the
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superintendent. This study will focus on, all things being equal, are superintendent
salaries and compensation packages the same for men and women? The focus of this
research is to determine whether or not Kentucky has a pay and/or compensation
discrepancy among superintendents with regard to gender.
Problem Statement
Nationwide, female superintendent salaries combined with compensation
packages are inferior to males. Superintendent salaries as of 2012 have narrowed the
gap but the differences are found in the total benefits packages that add to wage
earnings.
Purpose
The purpose of this study was to investigate possible gender specific
discrepancies in Kentucky superintendent salaries and compensation packages. The
salaries and compensation for females serving as superintendent for 2012-13 was the
focus of this study. Disaggregated data for superintendent salaries and benefits of
comparable district demographics were analyzed. Compensation packages included
salary and other benefits covering employment terms, bonuses, insurances, annuities,
and allowances.
Significance of the Study
The significance of this study was to determine the extent of, or, if any
differences exist in salary and benefits among superintendents of comparable districts
in general and females specifically in Kentucky. Information gathered from this
study will better inform school boards of possible inequities as they development
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superintendent salary and compensation packages. In addition, this study serves to
help candidates in negotiating equal salary and benefits according to comparable
districts when negotiating a contract offer. Results and findings from this study may
be used as an informational training tool for candidates seeking superintendent
positions in Kentucky as well as a training tool for school board members statewide.
It is important for board members to be aware of, and understand possible wage gap
issues as they negotiate superintendent salary contracts and examine possible biases
that may exist toward one gender or another in the process.
There is a limited body of research available on this topic specific to
Kentucky superintendent positions. Therefore, findings from this study will
contribute to the body of knowledge concerning female superintendent salaries and
compensation packages in Kentucky.
Context
The context of this study describes the population in the study. This capstone
analyzed the salaries and contract compensation packages of superintendent salaries
during the 2012-2013 school year. During this school year, Kentucky had 173 school
districts with 173 acting superintendents. Of these districts, 139 of the 173 were led
by a male which was roughly 80% of them; 34 of the 173 were led by a female which
was roughly 20%. This presents a ratio of 4 to 1 in favor of the males. This study
elected to examine districts with similar demographics. Demographics for this study
were identified as; total district student population, number of certified staff
employed and the number of schools in the district. Additional data examined that
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impacted salary included the number of work days according to the term of the
contract and benefits.
This study hypothesized that that female superintendents in Kentucky are
provided contracts for a shorter term of employment, less salary, fewer benefits and
less compensation benefits. All things being equal, it was the goal of this study to
examine if a pattern of discrepancy existed among comparable superintendents on
contracts and benefits for one gender over another.
Research Questions
This study sought to answer the following research questions surrounding this
capstone project:
Do discrepancies exist between male and female superintendent salaries in
Kentucky among districts with comparable demographics?
Do discrepancies exist between male and female compensation packages in
Kentucky among districts with comparable demographics?
Summary
In the United States, for decades, women have not being paid at the same rate
as men when doing similar jobs while possessing similar education and similar
background experiences. There have been several legislative attempts at correcting
this gender gap or bring it closer together. If current trends continue, it will still take
another forty years to see it closed completely (Casserly, 2013, p 28). Gaps are
consistent from the lowest paid jobs to the highest paid and prevalent in all the states
across the United States.
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This study examined superintendent salaries and compensation packages in
the Commonwealth of Kentucky through the lens of demographics and gender
specific data.
Definition of Terms
EPSB- Educational Professional Standards Board. A board that certifies suspends
and revokes certificates, of teachers and administrators in Kentucky.
KDE-Kentucky Department of Education. Kentucky’s state department of education.
Superintendent- is a person who has executive oversight and administrative powers,
usually within an educational entity or organization.
Gender- is defined as all the members of one sex: the female gender.
Applicant-is defined as a person who applies for or requests something; an applicant
for a job.
Barrier- is an obstacle that obstructs or impedes progress toward a goal.
School Board Member- is individuals elected by the voters of a public school
district to serve on the Board of Education.
Perception- is an opinion or belief expressed by a respondent (Glenn, 2004).
Characteristic- is defined as “consistent behavior pattern representative of an
individual’s distinctive trait, quality, or attribute” (Montz, 2004, p. 8).
Compensation- something given or received as an equivalent for services
Annuity- a specified income payable at stated intervals for a fixed or a contingent
period, often for the recipient’s life, in consideration of a stipulated premium paid
either in prior installment payments or in a single payment.
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Negotiation- mutual discussion and arrangement of the terms of a transaction or
agreement
Benefits- a payment or gift, as one made to help someone
Wage Gap- the difference based upon a dollar between what a woman makes versus
a man
Professional Dues- Dues paid to professional societies related to your profession
(IRS.gov)
Gender Wage Gap- The gender wage or pay gap is the difference between male and
female earnings expressed as a percentage of male earnings
Backlash- a strong and adverse reaction
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CHAPTER TWO
REVIEW OF LITERATURE
A review of literature provides the conceptual framework of this capstone
project based on three bodies of research; the gender wage gap, societal roles of
women in leadership, and gender inequities in superintendent positions.
If the wage gap war has been fought for a number of years, one must ask, are
any discrepencies merely the perception of inequality by females, the misconception
of school board members, a true reality that bias exists, merely the impact of high
poverty areas or possibly, the result of the inability of the incoming superintendent to
negotiate a higher salary and comparable benefits package? If women on average
negotiate less, are they being discriminated against or in need of professional
development in their negotiating skills? Do perceived societal roles of females
impact job advancement and ultimately the income of females? Is there a historical
difference in how women are viewed when seeking the position of boss, CEO or
superintendent according to the norms and mores within the American culture or that
of various regional areas?
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Conceptual Framework

Female Superintendent
Inequities
Societal Roles on Women
in Leadership
The Gender Wage Gap

The Gender Wage Gap
The American Association of University Women has tracked pay equity for
women in the United States since 1913 (AAUW, 2013). In 1972, data revealed
women’s median annual earnings as a percentage of men’s median annual earnings
for full time, year-round workers, was 58% (AAUW, 2013). For every one dollar a
man earned, a woman earned 58 cents. Over the past 60 years, the gap is closing due
to the increase in educational attainment levels of women and more women in the
workforce (AAUW, 2013). According to the Institute for Women’s Policy Research,
women make 77 cents on the dollar compared to men. During these 60 years due to
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women’s progress in education and more participation in the workforce the gap has
narrowed to 77% in 2012.
The gender wage gap was consistent from through the 1950s until the late
1970’s at around 40%. It began to decline in the 1980’s through the 1990’s to 72%
(IWPR, 1995, 1997, June 2013). A study by the Institute for Women’s Policy
Research in 1995 revealed that nearly 75% of this reduction was actually due to the
decline in the real earnings of men leaving only 25% of the reduction attributed to the
rising wages of women (IWPR, 2013).
This salary gap persists regardless of how earnings are measured, annually or
weekly across ethnic groups or educational levels. Even within specific occupational
levels and across cultures throughout a lifetime, the gap is present (Roos & Gatta,
1999, p.99).
According to Hegewisch, Williams, and Henderson (2011), men versus
women earnings annually has remained relatively constant since 2001. Their research
found the ratio of median annual earnings for full year workers for women from
1955-2010 hovered near the 77% mark.
The Census Bureau estimates the pay gap at the state level shows a disparity
in the pay gap between states. The data show median earnings ratio of women
salaries to men is 90% in Washington, D.C. to 64% in Wyoming (CBC, 2011). Since
the focus of this capstone is on Kentucky, the median annual earnings ratio for full
time year-round female workers, ages 16 and older reveal an earnings ratio of 76%
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(AAUW, 2013). This puts Kentucky slightly below the national average by 1%.
Kentucky is ranked number 39 out 51 in gender earnings ratio.
Education has long been viewed as the tool that levels the pay gap playing
field. Studies from the Institute for Women’s Research (2010) and the American
Association of University Women (2013) examined workers with the same level of
education. Data reveal the pay gap still exists based upon gender among full time
wage and salary workers, ages 25 and older according to labor bureau statistics 2010
annual averages. However, with regard to equality for both sexes, it is important to
note that as education increased, the pay rate of all increased but the gap continued to
widen between men and women as the education level increased until they reached
the doctoral degree level. At this level it began to close slightly; women were found
to make 80% that of what a man does (AAUW, 2013).
When considering age as a factor when examining the gender wage gap,
research indicates the gap is smaller among younger people (AAUW, 2012). In the
2012 report; Graduating to a Pay Gap: The Earnings of Women and Men One Year
After College Graduation, researchers found that women were paid 82% of what their
male peers were paid (AAUW, 2012). However in one of their previous reports, the
2007 Behind the Pay Gap the authors discovered; ten years after graduation, women
were paid only 69% of what their male peers were paid.
Data available on Catalyst.org reports the gender gap varies by age group.
Workers in the 20-24 age range show a gender wage gap of only 93.2%. By the time
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the group is in the 35-44 range it is 78.5%, dropping even further to 76% during the
45-54 age range.
Several issues factor in to discrepancies in lower pay of women. Women who
choose to take time off for child rearing have less years of experience that impacts
lower pay. Service professions such as teaching have been traditionally lower paying
jobs dominated by women that accounts for lower pay ratios. Reasons such as these
justify some of the disparity. However, when taking each of these factors into
consideration, the researchers were still left with a 12% unexplained difference
among fulltime female workers ten years after college graduation (AAUW, 2007).
Consequently, in 2011, female workers ages 20-24 working full time were
paid 93% of what their male counterparts were. Also in 2011, female workers ages
55-64 working full time were paid only 75% of their male counterparts (AAUW,
2013).
In summary, the research indicates, from the time a woman enters the job
market until around age 30, females make approximately 90% that of a man. From
age 35 up until retirement women make between 70-80% of what a man does
(AAUW, 2013, IWPR, 2012, NWLC, 2011).
Consequences of the Gender Gap
The consequences of the wage gap are both widespread and numerous.
According to the American Association of University Women (AAUW, 2007), pay
equity is merely a matter of fairness; the larger issue in pay equity, is one that
revolves around family values (Goldberg-Dey & Hill, 2007). When women are paid
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less than men, the means by which they are able to independently support themselves
and/or their families, are compromised. In this realm the impact of the wage gap is
felt not only by the women themselves but by their families as well. This is in
particularly true in single mother homes in the United States where the divorce rate
is higher than 50%. In a broader sense, the gender wage gap “impedes women’s
ability to negotiate in the workplace, at home, and in the political arena” (GoldbergDey & Hill, 2007). By earning less, women will automatically experience the
disadvantage of belonging to a lower socieo economic status.
Moreover, due to their indiscriminately lower earning potential, women could
feel reluctant to question even the most blatant sexual discriminatory practices for
fear of losing their job altogether which would result in absolute poverty.
The feminization of poverty is becoming a social issue within the United
States today. According to U.S. Census Bureau (2009), single female serving as
hhead of the house hold made up nearly 83% of all single-parent homes within the
United States (U.S. Census Bureau, 2012). Single-parent homes led by women were
found to be nearly twice as likely as single-parent homes led by men to rank
economically below the poverty level. In 2009, 29.9 percent of single-parent homes
headed by women lived at or below the poverty level while only 5.8 percent of dualparent families lived at or below the poverty level. This information clearly shows
that single-parent homes headed by women were nearly five times as likely to be
below the poverty level as dual-parent homes were likely to be. These statistics
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further emphasize the impact of the gender wage gap on not only women , but their
families and children.
Many critics of the gender wage gap have argued that the American workforce
can be very unforgiving toward those women who choose to pursue motherhood
alongside their career (Goldberg-Dey & Hill, 2007). As the traditional caregivers in
our society, women face the challenge of balancing the responsibilities of home and
career in an increasingly more competitive job market which rewards long work
hours while often offering maternity leave provisions that are limited at best. Not to
mention the struggle that mothers face as they attempt to re-enter the workforce after
their absence, many find themselves out of step or obsolete in an ever changing
market.
Valuing the Investment
Human capital can be defined as the “productive capacities of human beings
as income producing agents in the economy” ("The New Palgrave Dictionary of
Economics Online: Dictionary Home"). Human capital also refers to the individual
personal choices women make along the course of their lives that can and do have a
direct impact upon their earning potential throughout their careers. Whether women
marry, have children, or they choose to take time off, these decisions impact the years
of work experience they accumulate and how quickly women can further their
education and subsequently get promoted, affecting their salary. Research reports for
the Institute for Women’s Policy Research have determined this can account for as
much as half of the gender wage gap. Many have suggested the other half of the gap
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is due to an undervaluation of both the jobs that are predominately held by women
and the work performed by women themselves (AAUW, 2013, IWPR, 2012).
Researchers suggest differences in levels of human capital between men and
women are partially to blame for the gender wage gap. These productive capabilities
can be presented in a number of ways including work-related skills, years of work
experiences, and level of education.

According to Paula England, “amount of

schooling explains virtually none of the sex gap in pay, since men and women in the
labor force have virtually the same median years of formal education” (England, 1992,
p.98 ). England does however believe that amount of work background experience
does have an effect on the gender wage gap suggesting that, on average; women have
fewer years of job experience than men. According to England, multiple studies have
suggested this indicator explains up to one half of the gender wage gap (England,
1992).

Researchers have repeatedly attributed these differences in male/female

work experience to the fact that women, since they are responsible for most of the
tasks of child rearing in today’s society, are less likely than men to gain consecutive
years of work experience and specific valuable skills, or human capital, thus making
them less likely to qualify for the higher paying jobs that men often times qualify for.
The negative effect of motherhood on the accumulation of human capital in
the form of work experience and subsequent earnings by women in the American
workforce is documented by Wood, Corcoran, and Courant (1993) and Noonan,
Corcoran, and Courant (2005). In a cross-sectional examination of graduates from
the University of Michigan Law School, Wood et al. concluded that parenting

SUPERINTENDENT COMPENSATION BY GENDER

29

responsibilities accounted for over 40% of the perceived wage gap in their 1979 and
1985 cohorts. In fact, a later study conducted by Noonan et al. using 1987 and 1993
cohorts from the University of Michigan Law School illustrated a strikingly similar
relationship with parenting responsibilities accounting for 55 to 60% of wage
differences (Noonan, Corcoran, & Courant 2005).
However, when the research controlled for gender based differences in workhours, work interruptions, and part-time work, both cohorts in the later studies
revealed that women without children earn no more than mothers, and single women
did not earn more than married women (Noonan, Corcoran, & Courant 2005). Thus,
the wage discrepencies in these cohorts were not absolutely tied to motherhood.
Even controlling for these factors fails to eliminate the wage gap that exists between
the male and female within the sample, suggesting that factors other than the women’s
more responsibility in child rearing must be at play.
The AFL/CIO union organization conducted a research project in 1999 that
focused on three strands of investigation into the conditions of the female worker.
This study examined the gender wage gap, low pay and the undervaluation of typical
female work. The study called Equal Pay for Working Families (1999) showed that
women and men as well that worked in traditionally female dominated jobs received
less money. After analyzing jobs that were more than 70% comprised of women, of
the 25.6 million women and 4 million men that worked in these jobs; the female
employees lost $3,446 and males lost $6,259 per year respectively (Hartman, Allen
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and Owens, 1999). The male loss was higher due in part to the average wage gap
between men and women.
Other research offered yet another explanation for the wage gap, suggesting
women are more likely than men to be intermittently employed and more likely to be
discriminated against while seeking employment in terms of their opportunities for
promotion. According to England, “if women have higher turnover rates, and
employers know this, then based on this sex difference in turnover they may engage in
what economists call statistical discrimination” (England, 1992, p. 197). England
suggests that employers are often times reluctant to hire women for positions in which
turnover would be particularly costly, especially in jobs that require a intensive
investment in training. England’s work has highlighted a number of weaknesses
within this hypothesis, in particular, that overall, both men and women are more likely
to quit jobs that are either low paying or offer little to no opportunities for promotion
or advancement. Thus, rather than high employment turnover rates among women
being to blame for statistical discrimination, perhaps women’s higher turnover rates
are the result of their placement in less desirable jobs through statistical
discrimination.
Other research suggests the effects of statistical discrimination have been
virtually eliminated from the workplace. A study that collected data on blue-collar
and clerical employees within 16 United States industries along with employees in 10
professional and administrative occupations, concluded that statistical discrimination
or “within-job wage discrimination” was not an explanation for the gender wage gap
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that exists (Petersen & Morgan, 1995). In their analysis, Petersen and Morgan
concluded that controlling for both occupation and establishment, the wage gap was
diminished to the point that the difference between men and women was minimal
(Petersen & Morgan, 1995). Thus, this hypothesis was proven to be a weak one, with
studies suggesting that a combination of discriminatory forces both at the point of
employment and the ways that women choose a particular course of employment or
occupation is more likely at fault for the wage gap than individualized or categorized
discrimination on the part of employers.
Reskin and Roos, (1980), proposed that an employee’s gender determines how
their work is rewarded through a devaluation and sorting process. Their study
revealed women’s jobs have traditionally been lower paid and less valued than
traditional men’s jobs. Therefore, compensation for women has always been lower. In
today’s society many women possess the same level of education and experience as
many men and can obtain similar jobs but the historical precedence of devaluation is
still apparent in the paychecks of women in the workforce.
When looking at the pay gap by specific occupations, secondary school
teachers fare much better with an earnings ratio of 93% as compared to those of
elementary and middle school teachers with an 81.6% ratio (US Department of Labor,
BLS, 2012). It is interesting to note both sets of teachers require similar years of
education, college degrees and teacher certification processes. Why then are
elementary teachers paid less? Do secondary teachers have a higher value rating than
elementary teachers? Could the fact that a greater number of men teach at the middle
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and high school levels that account for the pay differential? If so, does this represent
a bias or discriminatory practice? If the secondary teaching and principalship
experience are viewed as the stepping stone positions to the superintendency, does
this indicate a gender bias?
The literature supports a gender wage gap for women. The wage gap
inequality affects all women; married, single, experiences and varied educational
levels. There is still considerable debate concerning the cause of this issue and the the
impact it has on today’s society. Through nearly 60 years and multiple legislative
initiatives with some progress the gap still endures.
Societal Roles of Women in Leadership
There are many stereotypes surrounding female leaders. Females are often
perceived as more nurturing than their male counterparts. According to Coleman’s
(2007) surveys, females consistently responded to a survey with the desired
administrative traits as the men. Eagly and Wood (1988) explain this as social-role
theory. As members of society, there are certain expectations for men and women
based upon sex differences that regulate behavior in an adult’s work and family life.
Eagly defines social role interpretations as “those shared expectations about
appropriate conduct that apply to individuals solely on the basis of their socially
identified sex” (p. 12). Applying this thinking to the hiring of a superintendent within
the male dominated population of board members and stereotyping and bias can
emerge. Research from the 1970’s and 1980’s relied on social theory explanations to
account for women’s inability to be successful in competitive negotiations, especially

SUPERINTENDENT COMPENSATION BY GENDER

33

salary negotiations. Eagly and Wood, (1988) explained that as members of society
we have certain expectations for men and women based upon sex differences that
regulate behavior in an adult’s work and family life.
Eagly defines social role interpretations as “those shared expectations about
appropriate conduct that apply to individuals solely on the basis of their socially
identified sex" (p.12). Eagly (1987) contrasted the perceived differences between
men and women as illustrated in Table 1. The table contrasts the societal
expectations of women on the left as being emotional and weak by nature to that of
men being assertive and strong on the right.
Table 1 Perceived Differences between Men and Women
Women

Men

Communal

Agentic

Emotional

Assertive

Sensitive

Controlling

Gentle

Aggressive

Weak

Self-Reliant

Vulnerable

Self-Confident

Feminine

Direct

Nurturing

Tenacious

Selfless

Masculine

Many women desire challenging and higher paying positions and the social
expectations of employers can impact women’s ability to move into higher leadership
positions and higher paying jobs. Some research removes women from a real context,
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emphasizing idealistic scenarios and aspirations, while ignoring the nuances of the
masculine-driven market and individual experiences (Ball & Reary, 2000). Real
women face real struggles when dealing with male co-workers particularly in
subordinate positions that often times men do not deal with. In an effort to describe
leadership issues for women and explain why they differ from the male experiences,
two widely accepted theories rooted in social perceptions and expectations exist.
These are social role theory and role congruity theory. Each of the frameworks serve
as explanations for leadership challenges for women compared to those for men.
Their validity and application have been proven in numerous studies ranging from the
business world to education (Bowes-Sperry, Veiga, & Yanouzas, 1997; Cuadrado,
Morales, Recio, & Howard, 2008; Franke, Crown, & Spake, 1997; Kite, 1996;
Madera, Hebl, & Martin, 2009; Ritter & Yoder, 2004).
Gender roles are defined as consensual beliefs about the attributes of women
and men that provide “implicit, background identity” specifically in the workplace
(Eagly, Johannesen-Schmidt & Van Engen, 2003, p. 572). They explain, “In
emphasizing gender roles as well as leader roles, social role theorists argue that
leaders occupy roles defined by their specific position in a hierarchy and
simultaneously function under the constraints of their gender roles” (Eagly et al.,
2003, p. 572). Translated most people cannot disconnect a person’s gender from
social expectations and leadership expectations.
Social role theory defines the lens in which leadership differences between
men and women are viewed, analyzed, and clarified. This theory determines men and
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women that have the same role would not typically demonstrate the same behaviors.
This accounts for norms that regulate behavior in any leadership role (Eagly, 2003).
For example, managers are responsible for regulation of employees and employee
evaluations. This social role theory proposes that men and women have the freedom
to make decisions in how they carry out these tasks, and how decisions are guided by
gender roles and experiences unique to the individual (Eagly, 2003). Social role
theory constructs a set of socially acceptable norms and expectations that people
internalize as they become socialized. These norms and expectations may vary widely
dependent upon the various backgrounds and cultures from which they come.
Communal characteristics are concerned with the welfare of others such as
affection, sympathy, and interpersonal sensitivity. These characteristics are more
often attributed strongly to women (Eagly & Karau, 2002). These agentic qualities
of assertive, controlling, ambitious, and self-sufficient and a confident persona are
frequently characteristics that define men (Eagly & Karau, 2002). Society can either
validate those norms or violate them. Developing and sharing an awareness of these
socially constructed norms of behavior of how leaders should act is a key step in
addressing gender leadership issues. Eagly and Karau (2002) take the social role
theory one step further to also include judgments made about individuals actions in
their explanation of role congruity theory. The incongrueny of individuals’ roles and
their actions is the basis for this second theoretical framework about leadership
gender issues.
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The role congruity theory within social role theory actually extends it by
applying the notion of prejudice towards females in leadership roles. This theory
attempts to explain “the congruity between gender roles and other roles, especially
leadership roles, as well as to specify key factors and processes that influence
congruity perceptions and their consequences for prejudice and prejudicial behaviors”
(Eagly & Karau, 2002, p. 575). Eagly and Karau (2002) ascertain that it is often
times much more difficult for women to obtain a leadership role or achieve success
within it due to the fact that the male images define that role for most people. Their
research contends the stereotypes people have of men and women lead to prejudicial
judgments of women in leadership roles.
In their research, Eagly and Karau (2002) revealed that there was an existence
of prejudice towards women in leadership roles that resulted in an incongruity and a
disconnect between the stereotypical attributes of women, the “communal”
characteristics, and the attributes most often associated to successful managers that
possess the “agentic” characteristics, more often associated with men. If women
engaged in stereotypically male, or “agentic” behaviors, they were found to be
evaluated more poorly than men because they violated the expectations of their
gender roles (Ritter & Yodder, 2004).
Role of Women as School Superintendent
The advantages men have traditionally had over women, in society and in the
workplace have been researched thoroughly. Young (2005) explained that in nearly
every society, the female gender is disadvantaged socially, politically, culturally, and
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economically. His research noted women hold jobs with lower status, make less
money, and in most cases, have held jobs related to schooling.
Although there seems to be more women entering educational leadership in
recent years, the rate of growth is still slow. According to the US Department of
Education, in 1997, women held 35% of public school principalships in 1994. In
2000 that number had increased to 44%. The increase is skewed however when
looking at the roles in which the women are entering educational administration.
Many women are entering as newly created administrative type positions primarily
targeted for women such as curriculum specialists or chief academic officers. It was
also noted that an overwhelming majority of the women are entering leadership
positions in elementary schools, leaving a gap in those entering at the secondary
level. If school boards consider the gateway position and experience that leads to the
superintendency to be the high school principalship, this could indicate a bias toward
selecting men to serve in these positions. One must be cautious in making
conclusions as it could also be that fewer women wish to serve in secondary
leadership positions because of the longer hours away from home supervising
evening events. Wrushen and Sherman (2008)
As part of a recurring ten year study, in 2010, the American Association of
School Superintendents (AASA) performed a new study that documented changes in
public school leadership, including the numbers of superintendents by gender. This
study was based on survey respondents to a group of 2000 sitting Superintendents.
Of these, 24.1% were female. The 2000 year study found the number of female
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superintendents to be 13.2%, thus showing a substantial increase. However, 76.9% of
the respondents were male. In 2003 AASA also commissioned a nationwide study of
women superintendents. During this time there were 13, 728 districts nationwide and
women led 18% of them (Grogan & Brunner, 2005). This study identified and
surveyed 2,500 female sitting superintendents as well as 3,000 women holding either
assistant superintendent positions or other central office positions. The focus of the
survey was to determine job satisfaction of female school superintendents. The study
received responses back from 472 female assistant superintendent/central office
participants and 723 female superintendents (Grogan & Brunner, 2005). The results
from this survey were then compared to the 2000 superintendent study. Taking the
combined information from 2000 and 2003 for the females and the 2000 information
for the males they found the following information contained in Table 2.
Table 2
Comparative Analysis of Male to Female Superintendents
Indicator

Male

Female

Age 55 or Less

70%

70%

Student Enrollment 3,000

72%

62%

72%

73%

24%

58%

or Less
Secured Position within
One Year
Undergraduate Degree in
Education
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Teaching Experience 5

39

40%

12%

9

6

years or Less
Average Years in Position

Note: Data gathered from AASA (2003) Women Superintendent Study.

Women also attained their leadership degrees more recently than their male
counterparts with 47% of women earning them within the past 10 years and more
than 40% of men earning them 15 or more years ago.
Both genders equally responded they liked being superintendents; however
74% of women as opposed to 67% of men stated that they would choose to do it
again. In addition; 74% of women as opposed to 56% of men described the job as
being personally self-fulfilling (Grogan & Brunner, 2005). Despite the gains made of
more female sitting superintendents, in 2003 women made up 51% of the total United
States population as well as 80% of the total teaching pool yet led only 18% of the
school districts (Grogan & Brunner, 2005). The women that responded to this survey
clearly enjoyed their positions and found them to be personally fulfilling. Yet the
numbers are very small when considering the overall female population of female
school leaders.
Why are women so underrepresented in leadership roles when they are so
many of them already gainfully employed within the educational systems? Several
theories have been proposed as an explanation of why this happens. According to
Coleman (2003), these are:
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1. Traditionally orthodox leaders are male
2. Leadership style is typically “macho”
3. Theorizing about leadership tends to marginalize gender
Many societal beliefs still hold true and fast by many communities and
decision making bodies. Questions about family relationships still come into play
when discussing females in important leadership roles. Coleman (2007) contends that
for some women, the idea of taking a leadership role can either put family plans such
as marriage or having children on hold, or put them closer to being a divorce statistic.
The divorce rate for female administrators is disproportionately high (Coleman,
2007).
Patriarchy is a term that literally defined as “the rule of the father.” This
defines the cultural mindset throughout history that has endured for thousands of
years across the globe (Goldberg, 1999). It is a mindset built upon male dominance
of the family and community and continues to promote male dominance of women.
It has influenced laws, religions, art, literature, businesses and schools throughout
time. Its influence is hard and fast and still prevalent today even as equality is the
desirable state to achieve in the 21st century. Goldberg (1999) contends that there
exist three universal phenomenons that relate to men and women and power:
1. In all societies, men hold higher positions than women.
2. High status roles are dominated by men.
3. Men, by nature of gender hold power and authority.
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Goldberg’s research found there has never been a society ruled by women as a
result of the “neuroendrocrinological differentiation of the sexes” (Goldberg, 1989, p.
37). He argued that medical evidence as opposed to social or cultural roles shows the
central nervous system generates hormones that are responsible for the male’s greater
dominance theory. He stated that the increased levels of testosterone and the
physiological make up in men explain their strong motivation and drive to dominate
by whatever means necessary.
This accounts for the perception by many people that women do not make
strong leaders. The argument then becomes what is a strong leader? How is it
defined? When local school board members question a woman’s ability to manage a
budget, her capability as a strong disciplinarian, or her skill for effective personnel
leadership, the influence of social role expectations emerge (Tallerico, 2000, p .93).
According to Coleman, (2007), many women reported not feeling
discriminated against in the work-force but revealed having to work much harder than
the male administrators to prove their worth. Female leaders shared they had to
repeat the same request many times just to get heard, whereas a man can say it and it
is done immediately.
Perceptions of Women Roles in Leadership
The literature is clear that there are many female educators but fewer females
serving in district leadership positions. The role of school superintendent has been
described as the most gender stratified leadership position in the nation (Skrla, 2000).
This stratification continues to exist because of deeply engrained internal and external
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barriers women face in the political world in securing the district leadership role.
According to Skrla (2000), men are 20 times more likely women to advance to the top
leadership position of the district from a teacher level.
There are numerous barriers women in leadership face. There are barriers that
all women deal with based upon gender, personal choices and individual
circumstances. Kowalski and Stouder (1999), performed a study in 1999 that
explored the barriers experienced by female superintendents. This study investigated
personal characteristics central to women obtaining top leadership roles and the
perceived career barriers they faced. Kowalski and Stouder classified these barriers
as internal and external barriers. Internal barriers are attached to the individual
woman and put the responsibility to her. These included things such as a lack of selfconfidence, lack of aspiration or a lack of tenacity. External barriers are attached to
various influences outside the control of the individual such as the family,
institutions, or society in general. These things included a lack of family support in
the person pursuing the position; family responsibilities; a lack of support from the
individual’s colleagues in the pursuit of leadership roles; the lack of employment
opportunities and gender discrimination (Kowalski & Stouder 1999). Gender
discrimination was often referred to by the participants as covert. This made it
difficult to actually articulate particular circumstances or prove intent.
Shakeshaft (2007) also researched internal and external barriers for women striving to
obtain the superintendent position. This study categorized internal barriers as those
societal assumptions that have historically been attributed to women. These
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behaviors and roles expect females to be the primary care taker of the home and
family while allowing the husband to be the breadwinner. Many men still hold the
belief that women need to be the primary caregiver for children. In a 2000 American
School Administrators Survey of Superintendents and School Board Presidents,
respondents reported that 78% of males believed women more than men put family
ahead of jobs. This study also noted women took more personal time off to deal with
children than men did (AASA, 2000).
Shakeshaft (1999) categorized external barriers to be those barriers that
required organizational or social change. An additional external barrier for aspiring
female superintendents is the lack of role models (Brunner, 1999; Johnson, 2010).
There is a limited pool of female and role models to observe learn from and emulate.
Mentorships provide an outstanding opportunity to learn from those in positions
women wish to attain. When women are not serving in those roles, it is difficult to
find a role model and a mentor with whom to work collaboratively. This keeps the
skill set low. In contrast, males find an abundance of mentors and have more
opportunity to learn, network, and develop close positive relationships that can pay
off professionally (Grogan & Brunner, 2005). These close relationships can provide;
employment references, knowledge about job opportunities, support networking,
instigate, phone calls on behalf of the candidates, and provide coaching advice for the
aspiring male candidates. This is often referred to as “the good ole boy network”
(Grogan & Brunner, 2005).
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Internal barriers are evidences in the lack of self-confidence as a barrier for
women (Shakeshaft, 1999). Shakeshaft argued that this was unfair for two reasons.
First, the measurement determining the lack of self-confidence was based upon a
male perspective and second, confidence only comes from skills gained through
experiences. If women were continually denied opportunities to gain experience, the
self-confidence would be difficult to obtain (Shakeshaft (1989). Lack of aspiration is
another internal barrier often cited as a problem for women. The term aspiration,
defined as moving up the hierarchy, was defined by male experience (Reynolds &
Elliott, 1980).
Many women that began a career into teaching believed they had met their
goal. Women did not perceive an administrative role as necessarily better and more
powerful positions that that of an instructional classroom leader. Women aspired to
lead students in the classroom rather than lead adults in a building.
In every society across the world there has been a division of labor based on
sex. “Although the specific tasks may differ by gender from society to society, two
things do not change: 1) men and women divide the labor on the basis of sex and 2)
male tasks are more valued than female ones” (Shakeshaft, 1989, p 94-95). It is from
this long standing labor division that women struggle to be given the opportunity to
do the work that is considered highly valued and higher paid. This is the underlying
basis for those external barriers that lead to those covert discriminatory actions that
women face.
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The watershed of the 1960s and early 1970s civil rights and women’s
movements had a directimpacton females in the workplace (Loder, 2005). Over time,
new laws began to protect and assist women from the binding and repressive effects
of gender-based issues in the workplace. A l though there have been advances in
women’s opportunities over time, women continue to face more barriers to career
paths that men confront. Barriers to top management positions in many fields can be
described as both internal and external. Internal barriers refer to perceptions and
experiences that others have about women as well as those they have about
themselves, and to decisions they make about their careers, regardless of external
variables. External barriers refer to those uncontrollable factors that affect women’s
careers, through no fault of their own, including their opportunities of ascent (Oplatka
& Tamir, 2009; Shakshaft, 1989; Young & McLeod, 2001).
Females that have achieved a superintendent position identify several factors
that impacted their careers related to gender. In the traditionally male-dominated
education profession, the norms for top education administration positions were
created by men and mirror their experiences (Grogan & Brunner, 2005; Kephart &
Schumacher, 2005; Tallerico & Blount, 2004).
Although it is more equal today, the rate that men excel to the top in
educational administration positions is still much faster than women’s, by an average
of 5-6 years (Kim & Brunner, 2009). Not surprisingly, most of the barriers
experienced by women were a result of social biases against women in leadership
roles (Scott, 1997).

SUPERINTENDENT COMPENSATION BY GENDER

46

Surprisingly, although most women recognized these biases and barriers, they
chose to ignore their concerns to avoid certain negative attention (Hall, 1996;
Lárusdóttir, 2007). The conscious choice to silence their experiences of inequity,
discrimination, and sexism were in large part due to the the feeling of isolation by
being one of the few, or the only woman, in top management roles (Brunner, 2000;
Coleman, 2000; Kephart & Schumacher, 2005). Many women reported feeling
invisible in meetings as the sole female voice (Sherman, 2000). The biases and
episodes of sexism took on many forms, including the overt and covert questioning of
women’s competence, sex-role stereotyping, and public and private intimidation
(Skrla, Reyes, & Scheurich, 2000). In a study of 35 California women
superintendents, 32 of 35 women reported experiences of inappropriate touching
during their administrative careers, but they all chose not to acknowledge or report
them (Banuelos, 2009). This silence surrounding the inequity experiences of women
could reflect t h e high price to be paid for attainment of glass ceiling-breaking
careers or could be a result of a lack of mentors or role models for those women who
have paved the way to the educational administration path. Women consider the
absence of women like them in the positions to which they aspire to be an additional
barrier (Banuelos, 2009; Lyness & Schrader, 2006; McLay & Brown, 2000; Young &
McLeod, 2001).
In addition to the aforementioned barriers that women face, two additional
issues have received significant attention in the literature. The tension of the work-
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family conflict and concerns over hiring practices are two specific barriers deserving
more exploration as reasons for the gender disparity in educational leadership.
A barrier encompassed in both the internal and external arenas is the workfamily conflict. Internally, women have to decide if family life is compatible with the
constant demands of a top education position (Hall, 1996; Mahitivanichcha & Rorrer,
2006; Scott,1997). Many choose to be single and remain childless to work harder and
longer (Coleman, 2000). Externally, women must deal with biases from judgemental
others related to them being “good mothers” and the perceived sacrifices of working
out of the home. Successful female superintendents ascertain they made lifestyle
choices that included whether or not to start a family (Hall, 1996; Mahitivanichcha &
Rorrer, 2006; Scott,1997).
Loder (2005) contends that female generational cohorts representing pre- and
post-women’s liberation-movement prioritize their concerns about the work-family
conflict differently. The younger, post-movement generation prioritized time
constraints that administrative positions put on their spouses and families. They did
not worry about gender stereotype roles as much as the older, pre-movement cohort.
The generation of women who started their educational careers before the civil rights
and women’s movements were most concerned about taking up male gender roles
and the impact on their marriages (Loder, 2005).
Female Superintendents Inequities
As early as 1812, the first state superintendent was elected in New York.
Fowler (2004) stated that, “The fight to establish common schools was a political
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struggle of the first magnitude, requiring that legislatures enact statutes establishing
agencies, creating the superintendency, and—above all—taxing the citizenry to
support schools” (p. 335). By 1850, every northern state had elected state
superintendents. By 1880, 22 states had passed laws requiring a state board of
education (Carella, 2000). Shakeshaft (1989) reported that by 1875, there were 29
state superintendents. The main jobs of these new superintendents were two-fold.
First, they were to act as a liaison between the state legislature and the local districts
ensuring that state funds were properly distributed and districts held accountable for
the proper expenditure of those funds. Secondly, these state superintendents traveled
to local school districts answering questions, explaining school laws and defining
compliance issues (Blout, 1998). The state of Colorado required that once every two
years, the state superintendent prepares a report for the Governor that detailed the
condition of the public schools. The first state superintendent of Colorado was W. C.
Lothrop. He provided a glimpse into the difficulties faced by these early
superintendents in his First Biennial Report in 1870. This report outlined some
challenges faced in acquiring quality teachers and paying them, student attendance
issues, student discipline issues, state licensing examinations for teachers, and
communities unwilling to levy taxes to pay for schools. An excerpt from his report
states:
We are willing to vote bonds and taxes for railroads, because we expect they
will increase our prosperity, and induce men of wealth and enterprise to
become citizens of our Territory, but we are frequently too un willing to levy
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small taxes for the support of schools. This is ‘penny wise and pound
foolish;’ nothing is so ruinous to a town or state as a penurious policy in
regard to schools (First Biennial Report, Colorado, 1870, p. 26).
As the state superintendent’s job became more complex, it became much more
difficult for the men in this position to visit the school districts. Therefore county
superintendent position were created. The county superintendent position was
designed to ensure that local school districts were in compliance with mandates from
the state (Blout, 1998). In the beginning, local communities elected county
superintendents. The county superintendent served the dual role of representing the
state’s interest in disbursement and monitoring of funds, monitoring of regulation
compliance and reporting mandates, as well as presenting local educational needs at
the state level (Blout, 1998). The job was high pressure and very demanding.
Oftentimes the men elected to these positions were religious leaders and lawyers;
neither who were particularly interested or trained in education but used the position
to supplement their income (Blout, 1998). These county superintendents were also
responsible for overseeing curriculum mandates, attendance and truancy matters,
budgets, personnel issues, and the orchestration of teacher institutes for the training
and licensing of teachers as well as facilities management.
Initially, local school board members governed individual schools within
districts. However, as America grew and local schools became larger, school board
members could no longer spend the time required to manage the schools while
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holding other jobs. As a result, the position of local superintendent was established
(Blout, 1998). Glass (1992) indicated that by 1860, 27 cities with school districts had
superintendents. Buffalo, New York, and Louisville, Kentucky, were recognized as
establishing the first local superintendency by 1837, and by 1870, 30 large cities had
local superintendents (Carella, 2000).
During the 30 year course of research conducted by Mertz (2006), she
discovered that during this time the number of women serving in the role of
superintendent increased by only 19.5%. In 1972 within the largest districts in the
Unites States, there were no female superintendents (Mertz, 2006). Her study further
claimed those who determined who got the top spot were predominately men that
led controlled entry to the position. Since this time, she concludes “the hegemony of
men that characterized school administration at the time of Title IX became law has
been broken” (Mertz, 2006, p. 553). A board appoints an individual as
superintendent, not their peers or educators. This idea of gatekeepers, (mostly made
up of men) controlling top tier educational administration jobs is shared by Reis,
Young, and Jury (1999), establishing a barrier for women aspiring to superintendent
positions and can be difficult to penetrate.
School or governing board biases toward hiring men instead of women comes
from a historic model of traditional male superintendents. Specific biases may
include perceptions that women are not strong people managers, that women are
unable to manage the budget and financial aspects of the role and women allow their
emotions to drive their decision making (Grogan & Brunner, 2005). Lyness and
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Schrader (2006) examined hiring practices in senior corporate management
appointments and revealed that men were hired by boards more for their potential to
become great leaders, while women were appointed for their already demonstrated
track records. This tendency to give men the benefit of the doubt and a chance to
prove themselves is not afforded to women. Additional studies conclude that school
boards need to be educated about the impact of gender bias on their decisions (Lyness
& Schrader, 2006; McLay & Brown, 2000; Mertz, 2006; Sherman, 2000). With
education and increased awareness about the impact of gender bias and governing
boards’ preferential treatment toward men, women may have an increased
opportunity to reach superintendent and head of school positions (Banuelos, 2009;
Skrla et al., 2000).
As early as 1875, beliefs about only men serving in administrative positions
started to surface. Actual laws restricting women from obtaining administrative
positions existed. In 1858, in New Hampshire, men and women needed different
qualifications to become school administrators (Shakeshaft, 1989, p. 3). State and
district superintendencies were elected positions, positions in which women could not
vote until they won suffrage rights. When considering the statistical information of
Hansot and Tyack (1981), Shakeshaft (1989), Blout (1998), and Glass and
Franceschini (2007), it becomes clear that historically, women have held the majority
of the teaching positions but they have never held the majority of the administrative
positions.
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While considering the current and future status of women in educational
leadership we must examine the historic roles that men and women have played in the
development of education must be examined. Certainly, women’s roles in schools
have expanded over time. The female presence in education was virtually nonexistent
in colonial times to pervasive in today’s schools (Shakeshaft, 1989). Currently,
women outnumber men in the fields of teaching and school level educational
administration (U.S. Department of Labor, 2007). The history of the evolving role of
women in education helps to inform the discussion of the contemporary role that
women play in education.
Carol Shakeshaft was influential in bringing to the forefront issues of gender
inequity in education and educational administration. Her work in the 1980s was
groundbreaking and reframed the study of women in education, bringing to light
gender roles. In Women in Educational Administration, Carol Shakeshaft (1989)
outlines the history of education in the United States, with a special emphasis on
gender roles. Until the late 18th century, men performed all of the formal teaching,
but with the onset of industrial job availability in the mid-1800s, men left the teaching
field thus creating a void that was filled by women (Shakeshaft, 1989). Because
teaching was one of the few careers considered socially acceptable for women,
women who sought careers outside the home studied to become teachers.
Men and women have played different roles in the development of the
position of the school administrator. Through the 1890s the superintendent was the
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sole employee within the school system who did not teach. By 1929 an
administrative central office staff had become commonplace. Administrative leaders,
referred to as the school superintendents, were overwhelmingly male. Men were
considered better suited than women to fill leadership and management positions
(Shakeshaft, 1989). This emergence of the superintendent and administrative support
staff in the school system structure led to a division between teaching and
administrative positions in education. Administration then became viewed as a
different career than teaching, and administration became male-dominated (Adkison,
1985).
Decline of Women Superintendents
Couch (2005) identified four reasons for the decline of women in the
superintendency. First, as women gained full suffrage, the organizations that had
supported these efforts disbanded. Second, the superintendency was no longer an
elected position. After suffrage, legislatures made the position an appointed one, and
men appointed men, keeping women out of the superintendency. Thirdly, educational
requirements changed to hold the position. Universities limited the number of
women accepted into graduate programs so women were denied access to
legitimately hold the position due to credentialing. Finally, consolidation of schools
limited the number of available positions. The research of Blout (1998), found “The
National Commission on School District Reorganization reported in 1947 that
104,000 local districts existed in the United States, though only a fraction employed
superintendents” (p.123).

SUPERINTENDENT COMPENSATION BY GENDER

54

During the 1940s and 1950s, the number of male teachers employed dropped
by 56% due to their service as soldiers in World War II; school boards hired women
to fill these vacant positions (Shakeshaft, 1989). Once the men returned from the
war, women were released from their positions so that the men could be re-hired.
Men returning from war were given governmental stipends to attend college and
those that choose to study education quickly achieved access to the level of school
administrator. During this same time period, colleges and universities limited the
number of women that were accepted into educational graduate programs (Blout,
1998; Shakeshaft, 1989). However, the 1960s brought many changes that would
support women’s rights in employment, working conditions, and pay. Even after the
intervention of federal legislation, women remained under-represented in educational
administration throughout the 1980s and 1990s.
Hansot and Tyack (1981), Shakeshaft (1989), and Blout (1998) found that
statistical information regarding the number of women and minorities in the
superintendency during the 1980s and 1990s was severely lacking. According to
Shakeshaft (1989), “the percentage of women in school administration in the 1980’s
was less than the percentage of women in 1905. In 2010, Kowlaski reported that
women held a historical high of 24.1% of the American school superintendencies.
Research that begins to counter lower female superintendent pay may be
misleading if not conducted or articulated properly. Studies from Educational
Research Service published in Education Weekly (2006) reported women
superintendents were earning on the average $123,000 per year in salary with men
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earning $113,000 respectively. According to this study, for the first time in history,
female superintendents were being paid more than males in this position. The survey
consisted of 622 public schools across the nation and excluded districts with fewer
than 300 students. However, this study did not take into account education level,
years of experience and student population size so the overall average salary may
have been skewed. Key to the difference may have more to do with the size of the
districts in which the women are obtaining the superintendent positions rather than
other factors such as gender, education level or even years of experience
(Hollingsworth, 2006). Superintendents located within cities that have large student
populations receive higher pay regardless of other factors (Funk, 2004; Grogan,
2005).
Women have seldom attained the most powerful and prestigious
administrative positions in schools, and the gender structure of males as managers
and females as workers has remained relatively stable for the past 100 years.
Historical record, then, tells us that there never was a golden age for women
administrators, only a promise unfulfilled.” (p. 51)
Education Levels of Male and Female Superintendents
While female superintendents are the minority, their demographics are
specific. They are older, possess more years of experience in education and are more
highly educated than their male counterparts. Tallerico (2000) found that women
superintendents most often have more teaching experience (average of 15 years) in
comparison to men (average of 5 years).
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Shakeshaft (1998) found that women in educational administration are
generally in their mid to late 40’s and the higher their position, the higher their age (p.
57). Women were also found to be higher educated with 52% of female
superintendents holding doctoral degrees compared to 41% of men (Glass, 2000).
Women superintendents were also more actively involved in attending
professional development activities than their male counterparts, according to the
Association of Supervision and Curriculum Development. Female superintendents
attend their sponsored activities at a rate nearly double that of males (Grogan &
Brunner, 2005).
Factors Impacting Superintendent Salaries
There are various factors that affect superintendent salaries across the United
States, each having an impact on individual contracts. The single most variable
impacting salary potential is the size of the district (Hollingsworth, 2006). According
Hollingsworth’s' study , superintendents in charge of districts that served student
populations of more than 25,000 were paid on the average $185,000. Those in charge
of districts serving student populations of 2,500 or less were paid on the average
$103,000 (Hollingsworth, 2006). An individual’s number of years of experience in
education and years in leadership may play a role in salary earnings as well. Many
districts in Kentucky base their salary pay schedules on the number of years of
experience. The Educational Research Study of 2006 found there was only a 4%
difference in the salaries paid to first year Superintendents and those with ten years of
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experience in similar districts (Pascopella, 2008). Regional economic issues are
another issue are often considered in determining salary for a Superintendent contract.
Negotiation Skills and Backlash
Some research has determined women are not willing to aggressively
negotiate salaries for themselves based upon fear of social disapproval or backlash if
they deviated from their gender role expectation (Rudman, 1998). Being aggressively
self-promoting was perceived as a masculine behavior during negotiations and
women feared backlash was certain to happen. Amanatullah & Morris (2010)
conducted ground breaking research challenging the theory that negotiations by
women were within a masculine domain. Their contention was that certain types of
negotiations by females were actually associated within feminine domains. Examples
of these would be haggling with a butcher about the price of meat or defending a
wrongly accused child. Their research was based on the theory that women would
suffer from backlash both social and financial if the perceivers thought they were
advocating for themselves, which was a masculine domain behavior, but would not
experience it if the perceivers thought they were advocating for someone else, which
was a feminine domain behavior.
Early research also dealt with personality differences between men and
women when it came to salary negotiations. Women were thought to have two
personality traits linked directly to negotiations. These are entitlement and selfconstrual (Callahan-Levey & Messe, 1979). Entitlement theory held that women felt
less entitled compared to men due to their patterns of socialization. Self-construal
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held that women believed their identities to be part of a team as more important than
that of an individual. Women tend to forego their own self-interest for the sake of
maintaining a positive relationship with others (Amanatullah & Morris, 2010).
When women violate gender roles, they experience backlash in the form of negative
evaluations and treatment (Rudman & Glick, 1999). Women that promote
themselves are often evaluated highly but scored very low on likability than other
reticent women (Powers & Zuroff, 1988). In order to really become good negotiators,
women need to do so in a feminine appearing realm as opposed to a masculine one.
Amanatullah & Morris (2010) found a positive side for women to be aware of
during negotiations. Their research introduced the idea that women were not
necessarily timid victims of societal expectations by perceivers but rather they are
more adept at being perceptive on picking up cues during the process of the
negotiation and can adjust their level of assertiveness accordingly to avoid the
backlash (Amanatullah & Morris, 2010).
Guadagno & Cialdini (2007) address how women become well versed early in
life at becoming experts in managing impressions and relationships. How they learn
to hedge behavior rather than boast thus leading to harmony within their relationships
prove to be an asset for women.
Negotiations themselves can be equated to bargaining. The circumstance in
which the female is bargaining determines whether or not the context of the
negotiation is considered personally greedy or communal. If a woman is negotiating
lower rent for a home for the welfare of her family it is considered communal and is
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not perceived as assertive or masculine therefore not violating the societal norms
(Amanatullah & Morris, 2010). An important aspect that was recognized through this
research was that of advocacy. This research found “perceivers engage in backlash
against women who assertively negotiate on their own behalf but do not penalize
similarly assertive women negotiating for others” (Amanatullah & Morris, 2010, p.
4). Their research actually simulated negotiations for salaries by women on behalf of
themselves and behalf of someone else. Women were either their own advocate or
advocating for someone else. The results showed that advocacy mattered for women.
When women negotiated salaries on behalf of someone else they secured significantly
higher salaries than when they negotiated their own salaries (Amanatullah & Morris,
2010). Self-advocacy versus other advocacy in which self-advocacy loses, begs the
question “why”? Research suggests when women engage in conflicts in which their
own interests are at risk they are less inclined to engage in conflict behavior than they
are when they are concerned with someone else’s interests (Bowles, Babcock & Lai,
2007). The study found that self-advocating women negotiators made larger
concessions than men. This same study found females conceded nearly 20% of the
total salary value within the first round of negotiations (Amanatullah & Morris,
2010). This research is critical in understanding women’s processes of salary
negotiations. Women are generally more willing to trade off economic well-being for
social well-being.
When considering salary and compensation negotiations for superintendent
contracts, it is important to consider the finding that the content of the issue they are
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negotiating for comes into play. Negotiating for parental leave for example is
considered much less assertive than negotiating for salary (Amanatullah & Morris,
2010). This study suggests an alternative for women is to have another person
negotiate for them if possible. If you negotiate mine, I will negotiate yours, trade off.
The authors also suggest policy implementation based on performance indicators that
simply take negotiations out of the mix
Developing negotiation skills can help workers be paid fairly. Because most
employers have some latitude when it comes to salaries, negotiating can pay
off. But negotiation skills are especially tricky for women because some
behaviors, like self-promotion, that work for men may backfire on women.
Knowing what your skills are worth, making clear what you bring to the table,
emphasizing common goals, and maintaining a positive attitude are some
negotiation tactics that have been shown to be effective for women (AAUW
Fall 2013, p.17).
However, there is some very conflicting research when it comes to negotiation
theories and women. Multiple researchers disagree on whether the differences in the
outcomes of negotiations for women are actually based upon the psychological makeup of women themselves that lead to stereotypes (Bowles and Flynn, 2010), or the
social stratification of feminine versus masculine role traits (Eagly, 1987). The
school of the psychological beliefs claims that women can be emotional and more
susceptible to accept lower offer from employers from the offset so boards or other
employers can start there and be successful. If the female reacts inappropriately then
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the employer may feel justified in not granting her requests during a negotiation. The
socialization school of thought believes that the feminine aspect of women should not
aggressive negotiate on her own behalf, that it is not socially accepted to do
(Barron, 2003).
Summary
There continues to be a gender wage gap in the United States. The reasons are
many from women taking time off for family obligations to years of experience to
gender bias and poor negotiating skills accompanied by fear of backlash. Advances
are being made however slow. As school boards examine their practices and possible
biases, they can examine both male and female candidates with an open mind and
hire in a more equitable manner.
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CHAPTER THREE
METHODOLOGY
This chapter describes the research questions, context, sample population,
research design, instruments, procedures, and limitations of this study.
Research Questions and Purpose
The purpose of the study is to investigate possible gender specific
discrepancies in Kentucky superintendent salaries and compensation packages. This
study examined current Kentucky superintendent contracts as well as the entire
compensation package data provided by the Kentucky Department of Education. An
in depth analysis of Kentucky’s superintendent positions during the 2012-13 school
year will be conducted to include; salaries, terms of contract and benefits package.
The in-depth analysis will compare the male and female superintendent salaries and
packages among districts with similar demographics. This capstone addresses salary
and benefits that include retirement, health, life, dental and vision, tax sheltered
annuities, vehicle allowances, moving and living expenses, additional monthly
allowances and individual items negotiated at the time of the contract. The lengths of
contract as well as days in the contract by year by gender were also analyzed.
The research questions for this study are:
Do discrepancies exist between male and female superintendent salaries in Kentucky
among districts with comparable demographics?
Do discrepancies exist between male and female compensation packages in Kentucky
among districts with comparable demographics?
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Context/Sample Population
Thirty-four females held the position of superintendent in Kentucky during the
2012-13 school-year. Of Kentucky’s 173 districts, 19.6% of the superintendents were
female during this time-frame. The salaries and compensation packages of all 34
sitting female superintendents were analyzed by: student population size of the
district, the number of schools within the district, and the number of district
employees. The study also analyzed salaries and benefits packages in of males to
females. A detailed analysis of individual compensation items by each
superintendent with similar demographics, and by gender was conducted.
In collecting data, districts were coded and categorized into eight distinct
levels, numbered 1-8, according to the student population size and number of schools
within the district as well as the number of certified staff. The lower numbered levels
encompass lower student population and certified staff with the larger numbers
having higher student population numbers and certified staff. A detailed explanation
of the levels is included in chapter 4.
Research Design
The research design of this study is an historical study of archival data using
quantitative data analysis. However, there are also components of descriptive design,
philosophical design, with a limited qualitative study that surveyed 10% of the female
Kentucky superintendent population.
Quantitative data analysis is defined by Check & Schutt (2012) as statistical
techniques used to describe and analyze variation in quantitative measures.
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Quantitative data can be presented in many ways showing distribution features of
central tendency, variability, and skewness (Check & Schutt, 2012). These features
are presented primarily in graph forms using bar graphs, histograms, and frequency
polygons. Quantitative data may be primary data that the researcher collects,
organized and presents or secondary data that has already been collected.
This study compared the number of male and female sitting superintendents in
Kentucky and their salaries and compensation packages. These components are
secondary quantitative data analysis as the data was collected by another reliable
source. A portion of the research within this study utilizes the historical research
design method. The purpose of this research method approach is to collect, verify
and synthesize past evidence to establish facts that either defends or refutes your
hypotheses. These are valid and reliable primary and/or secondary sources such as
official records, archives, logs and other documents that contain the information you
are researching. Official records were examined throughout the course of the
research in the study containing factual information about superintendent salary
information and superintendent contractual information. Historical research design is
well suited for trend analysis such as the salary rate, days in the contract year, and
years of contract in comparison of male to female contracts. It allows for the study to
be replicated as the facts are the same each time they are considered. It will change
as the calendar changes but for the particular studies, the data is constant. It is also
unobtrusive so the act of research itself has no effect on the study outcomes.
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Qualitative data analysis is defined as techniques used to search and code
textual, aural, and pictorial data and to explore relationships among the resulting
levels (Check & Schutt 2012 p.298). Anything a researcher examines to determine
answers to questions can be “text”. Qualitative data analysts look to find answers
within these texts that appear as patterns, relationships, behavior trends, or similarities
(Check & Schutt 2012 p.299). They determine what levels may be defined from
these things and seek to find understanding to their proposed problem from how and
what they can categorize and how the levels can interrelate to one another.
Qualitative data analysis is an interactive analysis tool in that as you discover a
relationship between two levels, this may spark other questions that will help refine
your focus. William Miller and Benjamin Crabtree (2007) refer to qualitative data
analysis as more of an art than a science due to the interpretation skill involved in
doing it effectively.
Interpretation is a complex and dynamic craft, with as much creative artistry
as technical exactitude, and it requires an abundance of patient plodding,
fortitude, and discipline. There are many changing rhythms; multiple steps;
moments of jubilation, revelation, and exasperation…The dance of
interpretation is a dance for two, but those two are often multiple and
frequently changing, and there is always an audience, even if it is not always
visible. Two dancers are the interpreters and the texts (Check & Schutt, 2012
p 301).
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The qualitative component consisted of an email survey of 10% of the female
superintendents in which the following questions were asked:
1. Were you able to negotiate any terms of your contract? If yes, what were
they?
2. Were you unable to negotiate effectively something you requested? If yes,
what?
3. What would you do differently during your next negotiation, if anything?
Instruments
One survey instrument was used in this capstone; The Female Superintendent
Survey Questions Survey that collected qualitative data from female superintendent
interviews. All other data recorded were archival data. The first set of archival data
collected and reviewed were current superintendent contract data by gender. These
data were available through the Kentucky Department of Education. These data also
contained the demographic information of each district including the school district
name, student population, and number of schools within the district. A separate set of
data were also collected from the Kentucky Department of Education, Superintendent
Compensation, containing compensation information for all current superintendents
in the state. A copy of each superintendent’s contract is required to be posted online
and available to the public. The researcher analyzed, categorized, compared and
charted all components of each of the 173 superintendents in the Commonwealth of
Kentucky to determine any discrepancies and differences found by gender. An allinclusive Excel spreadsheet chart was developed containing both commonalities and
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outliers of negotiated contractual components. Additional Excel charts were made
that cross referenced the demographics of the district and the salaries and
compensation of the Superintendents based upon districts of similar demographics
upon which comparisons were made and findings deduced.
A survey instrument was administered to 10% of the current female
superintendents inquiring into their thoughts about contract negotiations with their
respective school boards. The survey questions were sent via e-mail by the researcher
and the respondents replied via e-mail. The responses were recorded and the survey
questions are located in Appendix B.
Procedures
A contractual analysis of Kentucky superintendent contracts was performed
by viewing and recording data from each individual 2012-2013 contract for all 173
school districts. Data were collected in areas of demographics, salary information,
insurance, retirements, tax sheltered annuities and a host of other benefits that were
specifically stated within the contract(s). These data were grouped and compared on
the basis of gender and demographics. Some contracts were not as explicit as others
leaving a need to research further for more accurate information for a few districts.
The Kentucky Department of Education requires boards of education to not only post
contracts but report specific information to them as well. Upon my request they
supplied an Excel spreadsheet document entitled Superintendent Compensation. This
spreadsheet contained explicit detailed information concerning each superintendent’s
contract that was all encompassing. The two sets of information were then compiled
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together to make a total profile of each district superintendent’s contract and
compensation package.
A survey was emailed to four of the female superintendents to request their
input on the process of their contract negotiations with the board of education
granting the compensation package. The survey was administered and responded to
by e-mail.
Limitations
All studies have limitations. The following limitations are inherent in this
study.
1. The sample population was limited to female superintendents in Kentucky.
2. The number of female superintendents comprises 5.1% of the state’s
superintendents.
3. Perceived societal roles of women in leadership in southern states may
impact the data in this study compared to other states.
4. The diversity among female superintendent in Kentucky is almost nonexistent with only one non-white female serving in the role of
superintendent state-wide.
5. Perceived bias versus the lack of contract negotiation skills of women.
6. Study is based one year of superintendent data.
7. The qualitative survey was given to only 10% of the female
superintendent population.
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CHAPTER FOUR
RESULTS
Chapter four provides the results of this study. The researcher studied each
Kentucky Superintendent contract. The researcher also established a data based
through information contained in the contracts or that was provided by the Kentucky
Department of Education to make comparisons of Kentucky Superintendent
Compensation packages by gender and by demographic Level. Demographic levels
are numeric levels, 1 through 8 that were established based upon three criteria;
student population within the district, number of certified staff employed within the
district and the number of schools within the district. Based upon these criteria, each
district was given a number. One being the lowest, meaning these districts had the
lowest numbers of each of the criteria and 8 being the highest. This data was then
analyzed based upon the following criteria:
1. Gender
2. Length of Contract
3. Working Days
4. Salary
5. Retirement Reimbursements or contributions
6. Insurance Coverage
7. Leave Time
8. Educational Expenses
9. Cell Phone/Technology Expenses
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10. Tax Sheltered Annuities
11. Transportation
12. Professional Dues
13. Additional Options
District Levels
There are 173 public school districts in Kentucky. For the purpose of this
study each district was ordered by one of eight levels. This numerical system was
necessary to have a systematic way to ensure the demographics of the districts were
similar as the comparisons of each of the Superintendent contracts were being done.
The levels were established using the following criteria (Tables 3-5):
Table 3
Student Population
Level

Number of Students Enrolled

1

100-750

2

750-2000

3

2,000-4,000

4

4,000-7,000

5

7,000-10,000

6

10,000-13,000

7

13,00-20,000
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Above 20,000

Table 4
Certified Staff
Level

Number of Certified Staff Employed

1

51 or less

2

52-150

3

151-300

4

301-500

5

501-750

6

751-999

7

1000-1499

8

Above 1500

Table 5
Number of Schools*
Level

Number of Schools in District

1

1-3

2

2-7

3

4-9

4

7-18

71
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5

10-22

6

19-24

7

22-29

8

65-167

72

*This criteria Level had some overlap
School districts were assigned an overall number based upon where they fell
in each of these three criteria indicator charts. Analysis of superintendent contract
data was then performed not only overall but then specifically by similar
demographics. A list of school by level is available in Appendix A.
Benefit 1: Length of Contract
Level 1
Female
There are 5 of 17 female superintendents in level 1. All but one of them were
given a 4 year contract. The one that does not have a four year contract was given a
three year contract.
Male
There are 12 of 17 male superintendents in level 1. Ten of them were given
four year contracts. Of the other two, one was given a three year contract and one
was given a one year contract.
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Level 2
Female
There are 9 of 54 female superintendents in level 2. Seven of them were
given four year contracts. Of the other two, both were given a two year contract.
Male
There are 45 of 54 male superintendents in level 2. Thirty-eight of them were
given four year contracts. Of the others two, two were given a three year contract and
five were given a two year contract.
Level 3
Female
There are 10 of 60 female superintendents in level 3. All ten of them were
given four year contracts.
Male
There are 50 of 60 male superintendents in level 3. Forty-eight of them were
given four year contracts. Of the other two, both were given a three year contract.
Level 4
Female
There are 4 of 23 female superintendents in level 4. Three of them were given
four year contracts. The remaining one was given a one year contract.
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Male
There are 19 of 23 male superintendents in level 4. Sixteen of them were
given four year contracts. Of the remaining three, two were given a three year
contract; one was given a two year contract.
Level 5
Female
All female superintendents in level 5 were given four year contracts.
Male
Five of the six male superintendents in level 5 were given four year contracts,
the remaining one was given a two year contract.
Level 6
Female
All female superintendents in level 6 were given four year contracts.
Male
All male superintendents in level 6 were given four year contracts.
Level 7
Female
All female superintendents in level 7 were given four year contracts.
Male
All male superintendents in level 7 were given four year contracts.
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Level 8
Female
The single female superintendent in level 8 received a four year contract.
Male
The single male superintendent in level 8 received a four year contract.
Summary
While it is evident that the majority of both men and women were able to
negotiate four year contracts with their school boards; there is some discrepancy
within those that did not. Out of the total 34 female superintendents, 15% of them
were given a lower contract while of the total 139 male superintendents, 11% of them
received a contract with fewer years. On average, women are 4% less likely than
men to receive a four year contract than men. Table 6 reflects the contract lengths by
gender.
Table 6 Contract Lengths By Gender
# Females
4
1

# Females
7
2
# Females
10

Level 1
Contract Length
# Males
4 yrs.
10
3 yrs.
1
1
Level 2
Contract Length
# Males
4 yrs.
38
2 yrs.
2
Level 3
Contract Length
# Males
4 yrs.
48
2
Level 4

Contract Length
4 yrs.
3 yrs.
1 yr.
Contract Length
4 yrs.
3 yrs.
Contract Length
4 yrs.
3 yrs.
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# Females
3
1

# Females
3

# Females
1
# Females
1
# Females
1
Totals: Females
4 Yrs.
30
Totals: Males
4 Yrs.
124

Contract Length
4 yrs.
1 yr.

# Males
16
2
1
Level 5
Contract Length
# Males
4 yrs.
5
1
Level 6
Contract Length
# Males
4 yrs.
4
Level 7
Contract Length
# Males
4 yrs.
2
Level 8
Contract Length
# Males
4 yrs.
1
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Contract Length
4 yrs.
3 yrs.
2 yrs.
Contract Length
4 yrs.
2 yrs.
Contract Length
4 yrs.
Contract Length
4 yrs.
Contract Length
4 yrs.

3 Yrs.
1

2 Yrs.
2

1 Yr.
1

3 Yrs.
7

2 Yrs.
7

1 Yr.
1

Benefit 2: Working Days
Level 1
Female
The average length of contract for female superintendent in level 1 is 231
working days per year. These are reported contractual days to the Kentucky
Department of Education. This is 15 more days per year than their male counterparts.
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Male
The average length of contract for male superintendent in level 1 is 216
working days per year. These are reported contractual days to the Kentucky
Department of Education. This is 15 fewer days than their female counterparts.
Level 2
Female
The average length of contract for female superintendent in level 2 is 218
working days per year. These are reported contractual days to the Kentucky
Department of Education. This is 6 more days than their male counterparts.
Male
The average length of contract for male superintendent in level 2 is 212
working days per year. These are reported contractual days to the Kentucky
Department of Education. This is 6 fewer days than their female counterparts.
Level 3
Female
The average length of contract for female superintendent in level 3 is 208
working days per year. These are reported contractual days to the Kentucky
Department of Education. This is 8 fewer days than their male counterparts.
Male
The average length of contract for male superintendent in level 3 is 216
working days per year. These are reported contractual days to the Kentucky
Department of Education. This is 8 more days than their female counterparts.
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Level 4
Female
The average length of contract for female superintendent in level 4 is 200
working days per year. These are reported contractual days to the Kentucky
Department of Education. This is 18 fewer days than their male counterparts.
Male
The average length of contract for male superintendent in level 4 is 218
working days per year. These are reported contractual days to the Kentucky
Department of Education. This is 18 more days than their female counterparts.
Level 5
Female
The average length of contract for female superintendent in level 5 is 205
working days per year. These are reported contractual days to the Kentucky
Department of Education. This is 22 fewer days than their male counterparts.
Male
The average length of contract for male superintendent in level 2 is 222
working days per year. These are reported contractual days to the Kentucky
Department of Education. This is 22 more days than their female counterparts.
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Level 6
Female
The average length of contract for the single female superintendent in level 6
is 245 working days per year. These are reported contractual days to the Kentucky
Department of Education. This is 5 more days than her male counterparts.
Male
The average length of contract for male superintendent in level 6 is 240
working days per year. These are reported contractual days to the Kentucky
Department of Education. This is 5 fewer days than their female counterpart.
Level 7
Female
The average length of contract for the single female superintendent in level 7
is 187 working days per year. These are reported contractual days to the Kentucky
Department of Education. This is 54 less than her male counterparts.
Male
The average length of contract for male superintendent in level 7 is 241
working days per year. These are reported contractual days to the Kentucky
Department of Education. This is 54 more days than their female counterpart.
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Level 8
Female
The average length of contract for the single female superintendent in level 8
is 261 working days per year. These are reported contractual days to the Kentucky
Department of Education. This is 11 more days than her male counterpart.
Male
The average length of contract for the single male superintendent in level 8 is
250 working days per year. These are reported contractual days to the Kentucky
Department of Education. This is 11 fewer days than his female counterpart.
Summary
The chart below illustrates the results on the number of contract days
determined that within the eight levels the findings were 50/50. However, the
distance between the numbers of days by gender shows the day differential advantage
is in favor of the men. The men received a total of 97 more days than the women in
those levels that males had more days, while in the levels that women received more
days, the difference was 42 more days than the men. Typically superintendents are
paid based upon days per contract year; therefore the more days in the contract, the
higher the salary. There may be instances in which the boards opted to not pay this
way but that is generally not the situation. Table 7 illustrates the contract days by
gender.
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Table 7 Contract Days by Level and Gender
1Female
1Male
2Female
2Male
3female
3male
4female
4male
5female
5male
6female
6male
7female
7male
8female
8male
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Benefit 3: Salary
Level 1
Female
The average salary for level 1 female superintendents is $99,748 annually.
This is $4,345 lower than the average annual salaries of male counterparts in level 1.
Male
The average salary for level 1 school male superintendents is $104,093
annually. This is $4,345 higher than the average annual salaries of her male
counterparts in Level 1.
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An independent t-test was used to test the null hypothesis associated with
districts falling in level 1 that there is no significant difference in the adjusted annual
salaries of school superintendents by gender. The results indicated that there is no
statistical difference between female superintendents (F = 100,289, SD = 6,215.55)
and male superintendents (M = 103,673, SD = 20,967.55) at the .05 level, t(15) = 0.348, p = .732.
Independent t-test Level 1

Gender

N

M

SD

SE of Mean

t

Df

p

Female

5

100,289

6,215.55

2,779.68

-.348

15

.732

Male

12

103,673 20,967.55

6,052.81

Level 2
Female
The average salary for level 2 school female superintendents is $99,472
annually. This is $11,632 lower than the average annual salaries of her male
counterparts in Level 2.
Male
The average salary for level 2 school male superintendents is $111,104
annually. This is $11,632 higher than the average annual salaries of her male
counterparts in level 2.
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An independent t-test was used to test the null hypothesis associated with
districts falling in level 2 that there is no significant difference in the adjusted annual
salaries of school superintendents by gender. The results indicated that there is no
statistical difference between female superintendents (F = 108,874, SD = 13,523.68)
and male superintendents (M = 109,459, SD = 15,907.80) at the .05 level, t(52) = 0.098, p = .922.

Independent t-test Level 2

Gender

N

Female

8

Male

46

M

SD

SE of Mean

t

Df

p

108,874 13,523.68

4,781.34

-.098

52

.922

109,459 15,907.80

2,345.48

Level 3
Female
The average salary for level 3 school female superintendents is $114,141
annually. This is $7,112 lower than the average annual salaries of her male
counterparts in level 3.
Male
The average salary for Level 3 school male superintendents is $121,253
annually. This is $7,112 higher than the average annual salaries of his male
counterparts in level 3.
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An independent t-test was used to test the null hypothesis associated with
districts falling in level 3 that there is no significant difference in the adjusted annual
salaries of school superintendents by gender. The results indicated that there is no
statistical difference between female superintendents (F = 114,306, SD = 12,584.70)
and male superintendents (M = 120,084, SD = 18,654.85) at the .05 level, t(58) = 0.935, p = .354.

Independent t-test Level 3

Gender

N

Female

10

Male

50

M

SD

SE of Mean

t

Df

p

114,306 12,584.70

3,979.63

-.935

58

.354

120,084 18,654.85

2,638.19

Level 4
Female
The average salary for level 4 school female superintendents is $124,935
annually. This is $1,317 higher than the average annual salaries of her male
counterparts in level 4.
Male
The average salary for level 4 school male superintendents is $123,608
annually. This is $1,317 lower than the average annual salaries of her male
counterparts in level 4.
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An independent t-test was used to test the null hypothesis associated with
districts falling in level 4 that there is no significant difference in the adjusted annual
salaries of school superintendents by gender. The results indicated that there is no
statistical difference between female superintendents (F = 124,890, SD = 14,392.77)
and male superintendents (M = 123,012, SD = 15,404.54) at the .05 level, t(21) = 0.224, p = .825.

Independent t-test Level 4

Gender

N

Female

4

Male

19

M

SD

SE of Mean

t

Df

p

124,890 14,392.77

7,196.38

.224

21

.825

123,012 15,404.54

3,534.05

Level 5
Female
The average salary for level 5 school female superintendents is $142,823
annually. This is $12,396 higher than the average annual salaries of her male
counterparts in level 5.
Male
The average salary for level 5 school male superintendents is $142,823
annually. This is $12,396 lower than the average annual salaries of her male
counterparts in level 5.
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An independent t-test was used to test the null hypothesis associated with
districts falling in level 5 that there is no significant difference in the adjusted annual
salaries of school superintendents by gender. The results indicated that there is no
statistical difference between female superintendents (F = 139,016, SD = 10,414.08)
and male superintendents (M = 130,427, SD = 15,906.04) at the .05 level, t(7) = 0.838, p = .430.

Independent t-test Level 5

Gender

N

Female

3

Male

6

M

SD

SE of Mean

t

Df

p

139,016 10,414.08

5,856.69

.838

7

.430

130,427 15,906.04

6,493.61

Level 6
Female
The salary for the one level 6 school female superintendent is $153,000
annually. This is $2,930 higher than the average annual salaries of her male
counterparts in level 6.
Male
The average salary for the level 6 school male superintendents is $150,070
annually. This is $2,930 lower than the average annual salary of their single female
counterpart in level 6.
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An independent t-test was used to test the null hypothesis associated with
districts falling in level 6 that there is no significant difference in the adjusted annual
salaries of school superintendents by gender. The results indicated that there is no
statistical difference between female superintendents (F = 149,878) and male
superintendents (M = 150,070, SD = 7,924.90) at the .05 level, t(3) = -0.022, p =
.984.

Independent t-test Level 6

Gender

N

M

SD

Female

1

149,878

Male

4

150,070 7,924.90

SE of Mean

t

Df

p

-.022

3

.984

3,962.45

Level 7
Female
The salary for the one level 7 school female superintendent is 169,731.49
annually. This is $3,066.49 higher than the average annual salaries of her male
counterparts in level 7.
Male
The average salary for the level 7 school male superintendents is 166,665.00
annually. This is $3,066.49 lower than the average annual salary of their single
female counterpart in level 7.
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An independent t-test was used to test the null hypothesis associated with
districts falling in level 7 that there is no significant difference in the adjusted annual
salaries of school superintendents by gender. The results indicated that there is no
statistical difference between female superintendents (F = 169,731) and male
superintendents (M = 165,902, SD = 24,609.77) at the .05 level, t(1) = -0.127, p =
.920.

Independent t-test Level 7

Gender

N

M

SD

Female

1

169,731

Male

2

165,902 24,609.77

SE of Mean

t

Df

p

.127

1

.920

17,401.74

Level 8
Female
The salary for the one level 8 school female superintendent is 276,000
annually. This is $21, 390 higher than her male counterpart. Although they are in the
same level, her school system is still larger demographically than his by all criteria.
Male
The salary for the one level 8 school male superintendent is 254, 610
annually. This is $21, 390 lower than his female counterpart. Again, although they
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are in the same level, her school system is still larger demographically than his by all
criteria.
An independent t-test was used to test the null hypothesis associated with
districts falling in all levels that there is no significant difference in the adjusted
annual salaries of school superintendents by gender. The results indicated that there
is no statistical difference between female superintendents (F = 121,379, SD =
30,274.16) and male superintendents (M = 118,426, SD = 22,713.04) at the .05 level,
t(171) = -0.628, p = .531.

Independent t-test Level ALL

Gender

N

Female

33

Male

140

M

SD

SE of Mean

t

Df

p

121,379 30,274.16

5,270.05

.628

171

.531

118,426 22,713.04

1,919.60

Summary
The overall salary for females in Kentucky is higher for females than for males. The
female average base salary is $125,429 and the average base salary for males is
$119,362. The base salary is determined using a district certified teacher pay
schedule including professional rank, for superintendents is 1, and years of
experience. The additions to salary are then made through adding on extended
contractual days, extra service pay or stipends to calculate the salary. These figures
are skewed however by the largest district in the stated being led by a female. The
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average base salary recalculated with Level 8 schools removed, one male led and one
female led, revealed the salaries are nearly equal. Females earn a base salary of
$118,774 and males earn $118,374 with those outliers removed. Table 8 outlines
superintendent salaries by gender. Appendix C displays Superintendent Salaries by
Gender and District Category. All of the t-test showed that there is no difference
between gender as related to the adjusted salary (based on 240 days).

(Salaries adjusted to 240 day equivalent)

Table 8
Kentucky Superintendent
Salaries by Gender
Row
Labels
Level 1

Female

male

Grand Total

Min

92,000

74,036

74,036

Max

247,518

142,000

247,518

Mean

129,124

103,673

111,158

SD

59,438

20,075

38,184

N

5

12

17

Min

576

85,000

576

Max

137,520

159,409

159,409

Mean

96,841

109,824

107,660

SD

36,064

15,713

21,117

N

9

45

54

Min

89,506

92,500

89,506

Max

130,000

170,000

170,000

Mean

114,306

120,084

119,121

SD

11,939

18,467

17,680

Level 2

Level 3
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N

10

50

60

Min

110,161

90,000

90,000

Max

144,398

152,598

152,598

Mean

124,890

123,012

123,339

SD

12,465

14,994

14,603

N

4

19

23

Min

130,000

120,000

120,000

Max

150,000

160,911

160,911

Mean

139,016

130,427

133,290

SD

8,283

14,520

13,410

N

3

6

9

Min

149,878

143,000

143,000

Max

149,878

160,020

160,020

Mean

149,878

150,070

150,032

SD

-

6,863

6,139

N

1

4

5

Min

169,731

148,500

148,500

Max

169,731

183,303

183,303

Mean

169,731

165,902

167,178

SD

-

17,402

14,323

N

1

2

3

Min

253,793

244,426

244,426

Max

253,793

244,426

253,793

Mean

253,793

244,426

249,109

SD

-

-

4,684

N

1

1

2

Total
Min
Total
Max
Total
Mean
Total SD

576

74,036

576

253,793

244,426

253,793

122,066

118,609

119,289

41,830

22,610

27,505

Total N

34

139

173

Level 4

Level 5

Level 6

Level 7

Level 8

91

SUPERINTENDENT COMPENSATION BY GENDER

92

Benefit 4: Tax Sheltered Annuities and Other Retirement Benefits
Tax sheltered annuities and other board paid supplemental retirement benefits
are a means to supplement superintendents base salaries. More and more school
superintendents are negotiating them as a part of their contract. According to the data
provided by the Kentucky Department of Education and a physical review of
contracts, fourteen superintendents receive tax sheltered annuities. Thirteen of the
fourteen are male. Six superintendents receive what is termed “other” retirement
benefits such as IRA ,401K or some additional contribution of their choice. Of these
six, three are female and three are male. Of the fourteen receiving this retirement
benefit, one is female, thus making the female proportion is .0713%.
Table 9 Tax Deferred Annuities:
Level
1
1
3
3
3
3
3
4
4
4
5
5
7
8

Gender
M
M
M
M
M
M
M
M
M
M
M
M
M
F

Amount
$150
$5,000
$2,000
$6,000
$8,030
$10,000
$12,171
$1,000
$5,000
$6,228
$5,000
$16,000
$44,385
$30,000
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Benefit 5: Retirement reimbursements or contributions
It is a common practice among school boards to agree to pay for or reimburse
school superintendents their portion of the state mandated retirement cut from their
income. This is an extra compensation negotiated by many superintendents as part of
their contracts.
Level 1
Female
Of the five female superintendents in level 1, none of them receive retirement
reimbursements.
Male
Of the twelve male superintendents in level 1, none of them receive retirement
reimbursements.
Level 2
Female
Of the nine female superintendents in level 2, two of them receive retirement
reimbursements.
Male
Of the forty-five male superintendents in level 1, seven of them receive
retirement reimbursements.
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Level 3
Female
Of the ten female superintendents in level 3, four of them receive retirement
reimbursements.
Male
Of the fifty male superintendents in level 3, twelve of them receive retirement
reimbursements.
Level 4
Female
Of the four female superintendents in level 4, one of them receives retirement
reimbursements.
Male
Of the nineteen male superintendents in level 4, eight of them receive
retirement reimbursements.
Level 5
Female
Of the three female superintendents in level 5, one of them receives retirement
reimbursements.
Male
Of the six male superintendents in level 5, three of them receive retirement
reimbursements.
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Level 6
Female
The single female superintendent in level 6 does not receive a retirement
reimbursement.
Male
Of the four male superintendents in level 6, none of them receive retirement
reimbursements.
Level 7
Female
The single female superintendent in level 7 does not receive a retirement
reimbursement.
Male
Of the two male superintendents in level 7, one of them receives retirement
reimbursements and the other one does not.
Level 8
Female
The single female superintendent in level 8 does not receive a retirement
reimbursement.
Male
The single male superintendent in level 8 does not receive a retirement
reimbursement.
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Summary
The totals for this indicator show 33 of 139 males receiving retirement
reimbursement which is equal to 24% and 8 of 34 females receiving retirement
reimbursement which is equal to 23%.
Benefit 6: Insurance Coverage
Level 1
Female
Of the five female superintendent contracts in level 1, three included single
medical insurance coverage as opposed to family coverage. Two included family
medical health coverage and none included family dental and/or vision. One included
single dental and vision coverage, and none were provided long term disability or
long term care coverage. Life insurance was not provided for the superintendent in
either single or family coverage. Two were not provided any health coverage at the
board expense at all; they paid their own additional family expenses like the other
district employees. The board paid premium average for level 1 female
superintendent was $1,828 annually. This premium is $130 less than their male
counterparts.
Male
Of the nine male superintendents in level 1, three of them included single
medical insurance coverage as opposed to family coverage. Five included family
medical health coverage and some included family dental and/or vision. Others
included additional single dental and vision coverage, one included long term
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disability coverage, none long term care coverage. Single life insurance was provided
for three superintendents and three were not provided any health coverage at the
board expense at all. The board paid premium average for level 1 male
superintendent was $1,958 annually. This premium is $130 more than his female
counterpart.
Level 2
Female
Of the nine female superintendents in level 2, one included single medical
insurance coverage as opposed to family coverage. Four included family medical
health coverage but again, as in level 1, none included family dental and/or vision.
One was provided single dental coverage. Two included single life insurance and
none were provided long term disability or long term care coverage. Three were not
provided any health coverage at the board expense at all. The board paid premium
average for level 2 female superintendents was $2675 annually. This premium is
$776 more than their male counterparts. This is one of only two of the eight levels in
which the female premiums are higher than the males.
Male
Of the forty-five male superintendents in level 2, two included single medical
insurance coverage as opposed to family coverage. Sixteen were provided family
medical health coverage and many included family dental and/or vision. Others were
provided additional single dental and vision coverage, two were provided long term
disability coverage, none long term care coverage. Single life insurance was provided
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for ten superintendents and for the first occurrence of family life insurance being
provided appears here for one superintendent. Nineteen were not provided any health
coverage at the board expense at all. The board paid premium average for level 2
male superintendents was $1,899 annually. This premium is $776 less than their
female counterparts.
Level 3
Female
Of the ten female superintendents in level 3, none of them were provided
single medical insurance coverage as opposed to family coverage. Four were
provided family medical health coverage and all four included family dental yet only
one of those included family vision coverage. One was provided single dental and
vision coverage, and none were provided long term disability or long term care
coverage. Life insurance was provided for two superintendents in single coverage.
Four were not provided any health coverage at the board expense at all. The board
paid premium average for level 3 female superintendents was $4470 annually. This
premium is $425 less than their male counterparts
Male
Of the fifty male superintendents in level 3, eight included single medical
insurance coverage as opposed to family coverage. Twenty-one included family
medical health coverage and many included family dental and one included vision.
Others were provided additional single dental coverage; three were provided long
term disability coverage, one long term care coverage. Single life insurance was
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provided for six superintendents. No occurrences of family life insurance appeared as
a benefit. Eighteen did not include any health coverage at the board expense at all.
The board paid premium average for Level 3 male superintendents was $4895
annually. This premium is $425 more than their female counterparts.
Level 4
Female
Of the four female superintendents in level 4, two of them included single
medical insurance coverage as opposed to family coverage. Two included family
medical health coverage and both included family dental and family vision coverage.
Two included single dental and one was provided single vision coverage. None
included long term disability or long term care coverage as a benefit. Life insurance
was provided for three superintendents in single coverage and for one with family
coverage. One was not provided any health coverage at the board expense at all. The
board paid premium average for level 4 female superintendents was $1960 annually.
This premium is $1,340 less than their male counterparts.
Male
Of the nineteen male superintendents in level 4, 1 of them was provided single
medical insurance coverage as opposed to family coverage. Five included family
medical health coverage and many included family dental and one included vision.
One was provided additional single dental coverage; three included long term
disability coverage, none long term care coverage. Single life insurance was provided
for six superintendents while no occurrences of family life insurance appear here.
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Nine were not provided any health coverage at the board expense at all. The board
paid premium average for level 4 male superintendents was $3300 annually. This
premium is $1,340 more than their female counterparts.
Level 5
Female
Of the three female superintendents in level 5, none included single medical
insurance coverage as opposed to family coverage. None included family medical
health coverage that included family dental and family vision coverage. One was
provided single dental and one was provided single vision coverage. One included
long term disability; none long term care coverage. Life insurance was provided for
two superintendents in single coverage and for one with family coverage. One was
not provided any health coverage at the board expense at all. The board paid
premium average for level 5 female superintendents was $407 annually. This
premium is $3,702 less than their male counterparts.
Male
Of the six male superintendents in level 5, none included single medical
insurance coverage as opposed to family coverage. Three included family medical
health coverage and some included family dental and vision. One included additional
single dental coverage; three included long term disability coverage, none included
long term care coverage insurance. Single life insurance was provided for three
superintendents while no occurrences of family life insurance appear here. One was
not provided any health coverage at the board expense at all. The board paid
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premium average for level 5 male superintendents was $4109 annually. This
premium is $3,702 more than their female counterparts.
Level 6
Female
Of the one female superintendent in level 6, she is provided family medical
health coverage that included family dental and family vision coverage. She is
provided long term disability; no long term care coverage. She is not provided life
insurance. The board paid premium average for level 6 female superintendents was
$4,610 annually. This premium is $1,437 less than their male counterparts.
Male
Of the four male superintendents in level 6, none included single medical
insurance coverage as opposed to family coverage. Three included family medical
health coverage and all three included family dental yet none include vision. One
was provided additional single dental coverage; none that receives vision. Two were
provided long term disability coverage, one long term care coverage. Single life
insurance was provided for one superintendent with one occurrences of family life
insurance. One was not provided any health coverage at the board expense at all.
The board paid premium average for level 6 male superintendents was $6,047
annually. This premium is $1,437 more than their female counterpart.
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Level 7
Female
Of the one female superintendent in level 7, she is provided family medical
health coverage that included family dental and family vision coverage. She is
provided long term disability; no long term care coverage. She is not provided life
insurance. The board paid premium average for level 7 female superintendents was
$936 annually. This premium is $692 more than their male counterparts.
Male
Of the two male superintendents in level 7, none included single medical
insurance coverage as opposed to family coverage. Two included family medical
health coverage and only included family dental yet none include vision. None
included additional single dental coverage; none that receives vision. None included
long term disability coverage; none included long term care coverage. Single life
insurance was not provided for any superintendent with no occurrences of family life
insurance. One was not provided any health coverage at the board expense at all.
The board paid premium average for Level 6 male superintendents was $244
annually. This premium is $692 more than their female counterpart. This is one of
only two of the eight levels in which the male premium rate is lower than the female
rate.
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Level 8
Female
The one female superintendent in level 8 is not provided any insurance
coverage at all funded by the board of education. Therefore the total premium paid
by the board is $0. The difference between female and male level 8 is $14,883
annually
Male
Of the one male superintendent in level 8, he is provided family medical
health coverage that does not include dental and vision coverage. He is not provided
long term disability; no long term care coverage. He is provided family life
insurance. The board paid premium average for the level 8 male superintendent was
$14,883 annually. The difference between female and male level 8 is $14,883
annually.
Summary
Insurance coverage is a very flexible are of compensation for superintendents
across all levels. This analysis considered the overall coverage but did not consider
the types of plans and the exact benefits attached to each plan. Total board paid
premiums for male superintendents was $37,335; females was $16,886. The
difference is 20,449 in favor of the males.
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Table 10

Medical
Family

Dental
Single

Dental
Family

Vision
Single

Vision
Family

Life
Single

Life
Family

LT
Disability

LT
Care

Board Paid
Premium

None
Provided

Level
1
Femal
e
Male
Level
2
Femal
e
Male
Level
3
Femal
e
Male
Level
4
Femal
e
Male
Level
5
Femal
e
Male
Level
6
Femal
e
Male
Level
7
Femal
e
Male
Level
8
Femal
e
Male

Medical
Single

Superintendent Insurance Package Comparisons

3

2

1

0

1

0

0

0

0

0

$1828

2

3

5

2

2

1

3

3

0

1

0

$1958

3

1

4

1

0

0

0

2

0

0

0

$2675

3

2

16

5

6

4

4

10

1

2

0

$1899

19

0

4

0

4

1

1

2

0

0

0

$4470

4

8

21

4

12

0

1

6

0

3

1

$4895

18

2

2

2

2

1

2

3

1

0

0

$1960

1

1

5

1

3

0

1

6

0

3

0

$3300

9

0

0

1

0

1

0

2

0

1

0

$407

1

0

3

1

2

1

1

3

0

3

0

$4109

1

0

1

0

1

0

1

0

0

1

0

$4610

0

0

3

1

3

0

0

1

1

2

1

$6047

1

0

1

0

1

0

1

0

0

1

0

$936

0

0

2

0

1

0

0

0

0

0

0

$244

1

0

0

0

0

0

0

0

0

0

0

$0

1

0

$14,88
3

0

0

1

0

0

Benefit 7: Annual Leave Time

0

0

0

1

0
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Superintendents are typically granted personal days, sick days, and vacation
days. Teachers and principals are provided a set number of days in each category as
determined by district policy. Additional leave days beyond the district policy are
negotiated in superintendent contracts. Annual leave time per category by level is
depicted in table 11.

Table 11 Annual Leave Benefits
Level

Vacation Days

Personal Days

Sick Days

M

F

M

F

M

F

1

4.5

11

3.3

2.2

10.5

10.8

2

7.4

8.3

2.4

1.8

11.2

8.8

3

5.94

0

2.25

2.35

11.02

10.5

4

7.36

0

2.1

3

10.7

10.5

5

10.8

10.6

2.3

2.3

11

11

6

6.5

20

2

3

12.5

12

7

15

27

2

3

11

12

8

20

30

3

3

12

12

Totals

77.5

106.9

19.35

47.65

89.92

87.6
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Level 1 female superintendents are granted several more vacation days, males
1 more personal day and both receiving a relatively equal rate of sick days. Level 2
females receive less than one more vacation day, males less than one more sick day
and nearly three more sick days. Levels 3 and 4, which holds the largest numbers of
superintendents across the state, shows females receive no vacation days while males
are receive 5.94 and 7.36 respectively. The personal days and sick days in these
levels are relatively equal.
Level 5 data indicate similar data for both male and female superintendents in
all areas of leave. Levels 6-8 show an increase in terms of numbers of vacation days
for females; however the personal and sick day numbers remain constant.
Benefit 8: Educational Expenses
In researching the existing contracts of Kentucky superintendents, one
admirable incentive surfaced in six of the contracts. These boards of education are
paying or partially paying for the superintendent to pursue an advanced doctoral
degree from a regional university. Of these six superintendents, five are male and one
is female. There is also a discrepancy as to the rate in which the board is willing to
pay for tuition and expenses. The districts and the educational expenses paid are as
follows.
Washington County-female superintendent-$6,159
Shelby County-male superintendent-$10,000
Nelson County- male superintendent-$10,300
Eminence Independent- male superintendent-$14,709
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Lawrence County-male superintendent-$20,106
Floyd County- male superintendent-$20,400
As you can see from the above figures not only are the female superintendents
underrepresented in this perk, the dollar figure paid for the incentive is much lower.
The range of difference is between $3,841 to 14, 241 respectively.

Benefit 9: Cell Phone/Technology Expenses
Several districts provide a cell phone and internet allocation. An analysis of
these data shows that 38% of both men and women superintendents receive a cell
phone and internet allocation that is provided by their employing district. This is an
equal benefit by gender for Kentucky Superintendents.
Benefit 10: Transportation
Level 1
Female
Within the female superintendents in Level 1, three have a district provided
automobile for their business use. One superintendent has a yearly automobile
allowance of three-thousand nine hundred dollars reimbursed to them for business use
of their personal vehicle. That leaves one remaining that has her mileage reimbursed
by the district.
Male
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Within the male superintendents in level 1, one superintendent had a district
provided vehicle for their vehicle use while no one had an actual vehicle allowance
that provided for reimbursement to them for business use of their personal vehicle.
This leaves eleven superintendents that receive district reimbursement for mileage
traveled for business.

Level 2
Female
Within the female superintendents in Level 2, four have a district provided
automobile for their business use. Two superintendents have an automobile
allowance reimbursed to them for business use of their personal vehicle. The total
reimbursement for female superintendents in this Level is $1,250.00. There are seven
level 2 superintendents that have mileage reimbursed by the district.
Male
Within the male superintendents in Level 2, nine superintendents have a
district provided vehicle for their vehicle use while three have an actual vehicle
allowance provided for reimbursement to them for business use of their personal
vehicle. The total reimbursement for superintendents in this level is $8,326.00. This
leaves thirty-two superintendents that receive district reimbursement for mileage
traveled for business.

SUPERINTENDENT COMPENSATION BY GENDER

109

Level 3
Female
Within the female superintendents in Level 3, none have a district provided
automobile for their business use. Five superintendents have an automobile
allowance reimbursed to them for business use of their personal vehicle. The average
monthly reimbursement for these superintendents is $576.60. There are four Level 3
superintendents that have mileage reimbursed by the district.

Male
Within the male superintendents in level 3, sixteen superintendents have a
district provided vehicle for their vehicle use while twelve have an actual vehicle
allowance provided for reimbursement to them for business use of their personal
vehicle. The average monthly reimbursement for these superintendents is $595.83.
This leaves twenty-two superintendents that receive district reimbursement for
mileage traveled for business.
Level 4
Female
Within the female superintendents in level 4, none have a district provided
automobile for their business use. One superintendent has an automobile allowance
reimbursed to them for business use of their personal vehicle. The average monthly
reimbursement for these superintendents is $250. There is one level 4 superintendent
that has mileage reimbursed by the district.
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Male
Within the male superintendents in level 4, twelve superintendents have a
district provided vehicle for their vehicle use while five have an actual vehicle
allowance provided for reimbursement to them for business use of their personal
vehicle. The average monthly reimbursement for these superintendents is $862.40.
This leaves two superintendents that receive district reimbursement for mileage
traveled for business.

Level 5
Female
Within the female superintendents in level 5, two have a district provided
automobile for their business use. No superintendents have an automobile allowance
reimbursed to them for business use of their personal vehicle. There is one Level 5
superintendent that has mileage reimbursed by the district.
Male
Within the male superintendents in level 5, four superintendents have a district
provided vehicle for their vehicle use while one has an actual vehicle allowance
provided for reimbursement to them for business use of their personal vehicle. The
average monthly reimbursement for these superintendents is $583.33. This leaves
one superintendent that receives district reimbursement for mileage traveled for
business.
Level 6
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Female
Within the female superintendents in level 6, none have a district provided
automobile for their business use. No superintendents have an automobile allowance
reimbursed to them for business use of their personal vehicle. There is one level 6
superintendent that has mileage reimbursed by the district.
Male
Within the male superintendents in level 6, one superintendent has a district
provided vehicle for their vehicle use while one has an actual vehicle allowance
provided for reimbursement to them for business use of their personal vehicle. The
average monthly reimbursement for this superintendent is $700.00 this leaves two
superintendent that receives district reimbursement for mileage traveled for business.
Level 7
Female
Within the female superintendents in level 7, one has a district provided
automobile for their business use. No superintendents have an automobile allowance
reimbursed to them for business use of their personal vehicle. There are no level 7
superintendents that receive mileage reimbursement by the district.
Male
Within the male superintendents in level 7, two superintendents have a district
provided vehicle for their vehicle use while none has an actual vehicle allowance
provided for reimbursement to them for business use of their personal vehicle. This
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leaves no superintendents receiving district reimbursement for mileage traveled for
business as well.
Level 8
Female
There is only female superintendent within level 8. She receives mileage
reimbursement from the district.

Male
There is only one male superintendent within level 8. He receives an actual
vehicle allowance reimbursement that is provided to him for use of his personal
vehicle in the amount of $772.66 per month.
Summary
The interpretation of what is actually an automobile allowance and what is
considered a board provided allowance is sometimes a bit convoluted due to the fact
that several superintendents actually get both and some are paid a percentage of use
of their personal vehicle for business use. They have access to a board provided
vehicle and also get an allowance and the district may choose to code it one way or
the other. For these reasons the actual monetary figure was not determined but the
research did show some trends.
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Those males that are receiving the monthly reimbursement for use of their
personal vehicle for business are receiving a higher rate of reimbursement than their
female counterparts in the levels in which both genders are receiving reimbursements.
Males more often than females were provided payment for maintenance of vehicles as
well as gasoline.
Benefit 11: Professional Dues
The overwhelming majority of school boards not only encourage the
superintendent to belong to professional organizations, it is an expectation for most
and they are willing to fund it up to a point. Overall 21% of women superintendents
are refused payment for membership fees as opposed to 14% of men superintendents.
Level 1
Female
The average amount school boards pay for membership dues in this level is
$856.
Male
The average amount school boards pay for membership dues in this level is
$1,173.
Level 2
Female
The average amount school boards pay for membership dues in this level is
$1,516.
Male
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The average amount school boards pay for membership dues in this level is
$1,644

Level 3
Female
The average amount school boards pay for membership dues in this level is
$1,391
Male
The average amount school boards pay for membership dues in this level is
$1,703
Level 4
Female
The average amount school boards pay for membership dues in this level is
$2,698
Male
The average amount school boards pay for membership dues in this level is
$1,997
Level 5
Female
The average amount school boards pay for membership dues in this level is
$2,965
Male
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The average amount school boards pay for membership dues in this level is
$1,718
Level 6
Female
The average amount school boards pay for membership dues in this level is
$925.
Male
The average amount school boards pay for membership dues in this level is
$2,732.

Level 7
Female
The average amount school boards pay for membership dues in this level is $0
Male
The average amount school boards pay for membership dues in this level is
$6,500.
Level 8
Female
The average amount school boards pay for membership dues in this level is
actual costs up to 7 total memberships. This level is excluded from overall average.
Male
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The average amount school boards pay for membership dues in this level is
$4,460. This level is excluded from overall average.
Summary
Level 8 female superintendent can choose up to 7 professional memberships
and the board pays the actual expenses of these. Due to this, level 8 was not included
in the overall averaging of membership dues paid by gender. Overall membership
dues paid by school boards for females was $1,479; for males $2, 495 per year. This
is a difference of $1,016 in favor of the males.
Benefit 12: Additional Options
There are numerous things that were found in the contracts of superintendents
that could not be classified under any of the above areas. Many of these are
significant to the compensation packages of the superintendents as well as quite
interesting.
Male
Three superintendents had it written into their contracts to be paid if they
chose to work during their vacation time. One contract stated vacation days not taken
will be paid to him at his daily rate plus 30% and would be paid on the June check.
Another one is to be paid his daily rate for anything worked over the 240 day existing
contract, while still another will be paid twice his daily rate for every vacation day he
chooses to work.
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Three superintendents had expense accounts or “discretionary” spending
allowance. The expense account in the contract is $10,000; the two spending
allowances were up to $5,000 each.
Several male superintendents have it written in their contracts that the board
of education will pay the expenses for their wives to accompany them to at least some
conferences they attend:


The board of education will pay all expenses for the superintendent’s
spouse to accompany him to attend one national conference per year.



The board of education will pay all expenses for the superintendent’s
spouse to accompany him to attend Kentucky School Board Association
training and National School Board Association training each year.



The board of education will pay all expenses for the superintendent’s
spouse to accompany him to attend meetings, the number is not specified.
Also, in this situation, the spouse is also a school employee so the contract
states that she will be granted additional leave time to be able to attend
meetings with him.



The one immediately above was found in two separate superintendent
contracts.

Two superintendents were given board of education credit cards for vehicle
maintenance and expenses.
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One superintendent contract had a clause in it that will reinstate him into his
previous district office administrative position as special education director if he
proves to be unsuccessful as superintendent. Due to recent court proceedings in
Martin County this has been found to be illegal.
The contract of an additional male superintendent states the board will provide
him with an elliptical machine throughout the length of his contract.
Female
The additional contract options for female superintendents look quite different
than those of the males for the most part. There is one similar but the others are
outcome based. They will receive additional compensation based upon
accomplishing something or reaching a specified goal.
One female superintendent will have the board pay all expenses for her spouse
to travel with her for one conference per year.
A superintendent had written into her contract the possibility of earning
bonuses. She will receive 5% of each grant that she oversees the writing of and the
districts gets awarded and she will earn 10% of her salary as a bonus each year the
high school finishes in the top fifty schools ranking in college and career readiness.
One superintendent will receive a $5,000 raise when she earns her doctorate
degree. Please note the district is not funding this for her.
Another female’s contract states that if she meets all of the goals the board has
set for her she will earn an 18% bonus.
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Two other notable things that were discovered throughout the reading of these
contracts were: one female was still serving additional roles within her small district
as well as superintendent and one female assumed the superintendent role behind a
male at a salary that was $31,000 less than her predecessor.
Female Perspectives
10% of the female superintendents were contacted via email by the researcher
and asked were they allowed to negotiate elements of their contracts at all, if yes,
were their things they did not get that they desired, and what aspects of negotiation
would they use differently next time.
Two of them responded that they were not allowed to negotiate any aspects of
their contracts at all. One stated that she didn’t even dare try because they were
laying off teachers and didn’t feel it appropriate to try to at that point.
One of them negotiated vacation days and requested that her salary receive the
same pay increases that all certified staff receive as they become available. She
stated that her negotiation was very cordial and she would not do anything differently.
She is a new superintendent.
One stated she negotiated a roll over clause that added 60 additional contract
days that would be paid to her after she retired from the district. She also stated her
negotiation went well and she wouldn’t change things for her next negotiation. This
was her second contract for the district.
Summary
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In the compensation packages of Kentucky superintendents there are some
clear divisions among gender in specific areas within specific levels. The overall
average salary has equalized and based on base salary alone women are earning at a
consistent rate of pay with men. However, when you consider other components of
compensation such as annuities, insurances and “other” options, there is still a clear
gender wage gap in existence.
From the female perspective, 50% of the 10% contacted were not allowed to
negotiate at all and the other 50% only negotiated either their contract days or
vacation days.

CHAPTER FIVE
DISCUSSIONS OF FINDINGS AND RECOMMENDATIONS
The purpose of this study was to investigate possible gender specific
discrepancies in Kentucky superintendent salaries and compensation packages. The
salaries and compensation for females serving as superintendents for 2012-13 was the
focus of the study. Disaggregated data for superintendent salaries and benefits of
comparable district demographics was analyzed. Compensation packages included
salary and other benefits such as employment terms, bonuses, insurances, annuities,
and allowances.
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This study sought to answer two research questions:
Do discrepancies exist between male and female superintendent salaries in
Kentucky among districts with comparable demographics?
Do discrepancies exist between male and female compensation packages in
Kentucky among districts with comparable demographics?
The research revealed that in base salaries alone, there was not a discrepancy
between male and female superintendents in Kentucky. The data showed that men
and women earned nearly equal annual base annual salaries. There were some
discrepancies among levels however. The female superintendents in those lowest
levels, levels 1-3, earned lower salaries than the males, but females in levels 4-8
earned higher salaries than the male superintendents. This led to higher annual
salaries for the females. This is consistent with recent developments nationwide
according to the latest research which found that in 2012, female superintendents for
the first time surpassed males in base salary earnings (AASA, 2012). The playing
field was also found to be equal in the areas of number of work days per year, the
number of superintendents receiving retirement reimbursements, number of paid
leave days and the number of them that receives a paid cell phone and/or internet
from their respective boards of education.
The total compensation packages when compared male to female and by
district level size revealed several advantages in favor of male superintendents. Tax
deferred annuities were awarded to men more often with only one female receiving
one in the state. Money associated with those annuities was sizeable for nearly all
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men and interestingly enough for even those smaller districts. The annuities study
revealed some overwhelming discrepancies that exist in this aspect of superintendent
compensation in Kentucky. Not only are female superintendents not being granted
these annuities but males are effectively negotiating high paid ones even in low level
schools. This is evidenced by the level 7 male annuity being nearly $15,000 dollars
higher than the level 8 female one.
The other retirement contributions such as 401 K plans, found the females
receiving $1,575, $5,000 and $10,000 and the males receiving $10,000, $14,039, and
$14,443 respectively. This is a difference of $21,907 more being paid to men than to
women each year by school boards for these other retirements.
Education tuition for earning advanced degrees was paid to the males and not
the females. Only one female superintendent in the state is receiving this option as a
part of her contract. In the area of insurances, the men were receiving family
coverage at a higher rate and the amount of money boards were paying for male
superintendent insurance premiums for all types combined was $3,563 more than
what was being paid for female superintendents. The board paid premium average
for level 2 female superintendents was $2675 annually. This premium is $776 more
than their male counterparts. This is one of only two of the eight levels in which the
female premiums are higher than the males. Level 3 male insurance premium paid is
still larger than that of the females even after eighteen males not receiving insurance
was figured into the average premium. The overall expenditures boards of education
made were in favor for the male superintendents by a total of $3,563 per year. When
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it comes to extra insurance compensation such as disability and family life insurance,
men fared better here as well. Of those superintendents securing board paid disability
insurance, only three women were able to negotiate it successfully whereas, fifteen
men did. Only one female superintendent contract included family life insurance
coverage while opposed to three men that did. Two men had in their contracts long
term care benefits. This benefit was not found in a female’s contract.
Kentucky school boards are paying more membership fees for male
superintendents to belong to professional organizations than their female counterparts
and for those superintendents that are not being provided this benefit, females are not
receiving it more often than men. Most superintendents work on a contract of four
years which is legally the longest contract a board may issue. For those
superintendents not receiving a four contract, it is predominately women; 15% of
female superintendents do not receive a four year contract as opposed to 11% of men.
Male superintendents are in general provided a higher automobile allowance than
women and more often than women are provided maintenance costs for the vehicles
as well.
Perhaps the most intriguing finding of them all is the discovery of the perks of
male superintendents that have been negotiated and included into their contracts.
Those items such as their spouses travelling with them and the board paying their
expenses; the double time pay for working vacation days and the workout equipment
provided to the superintendent for the length of his contract. There is also the
expense accounts for thousands of dollars and the one unique situation of the Eastern

SUPERINTENDENT COMPENSATION BY GENDER

124

Kentucky superintendent whose contract reads in the event he is unsuccessful as
superintendent, he will receive his central office administrative position back. These
are all in contrast to those clauses in the women’s contracts that are promising them
bonuses if they met goals specified by the board or write grants that bring additional
funding into the district. The female’s additional perks are outcome based as opposed
to those that were simply negotiated and conceded to by the males.
The findings of this study indicated there were no clear discrepancies found
on salary received by gender which was originally hypothesized. However, there
were compensation and benefits package advantages in favor of Kentucky male
superintendents and women were found 4% more likely than men to receive a less
than four year contract as hypothesized.

Recommendations
Recommendation for Kentucky School Boards
Kentucky school boards have the option of hiring an outside agency to assist
them with superintendent searches in order to seek out the most qualified and best fit
candidate for their district. Many districts choose this option and along with this
training are provided in how to interview potential superintendents. How to negotiate
salaries is also a potential training piece that school boards could benefit from as well.
School boards need to become aware that across the state male candidates are
negotiating contracts that are much more advantageous than females and they are a
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playing a role in this inequity. They need to realize that the expectations that women
should work for their bonuses while men are just given them because of their
negotiating skills is unfair. Self-awareness and a commitment to level the playing
field for all are desired.
Recommendation to female candidates
Women have traditionally been willing to do the same job as men with the
same responsibility for less money. Take for example the superintendent in this study
that followed a male superintendent in a district and took the job for $31,000 less pay.
Women should stop devaluing their skills and self-worth and not settle for less pay
than their male counterpart just to secure a position. This sets back the equity
struggle not only for themselves but for other women that follow them. Women must
also understand the concept of negotiation backlash. Women can perceive as
aggressive when negotiating on their own behalf and seen as masculine, therefore
encountering backlash against them (Amanatullah & Morris, 2010). By
understanding this women can plan how to adjust for it and learn negotiation skills
that will help them to be perceived as less aggressive therefore making their
negotiations more successful. Women must also try to avoid volunteering to prove
themselves and adding those bonus items into their contracts based upon specific
outcomes. This could possibly set them up for failure if they do not achieve the
specified goals and open them up to intense scrutiny if that happens.
In Kentucky, women are often not given the opportunity to negotiate the
elements of their contracts as the questionnaire revealed. Those that did only
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requested contract days or vacation days; no other options and didn’t desire to change
anything for their next round of negotiations. They were very contented with the
contracts they had. They all implied that they genuinely felt appreciative just to have
the position.
Recommendations for Additional Research
There is a need for additional research in this area both across the nation and
specifically within Kentucky. A particular area of interest would be the disposition of
board member attitudes toward female candidates and possibly underlying
expectation differences of job performance based upon gender. Some possible
questions that need to be answered are:
How do female superintendent candidates feel about the selection and
interview process?
How do additional female superintendents feel about the salary negotiation
process?
What is the longevity rate of female superintendents versus male
superintendents in Kentucky?
How long does it take a female candidate to secure a superintendent position?
How many applications? How many interviews?
Of course the most pressing question of all is why? Why are there so many
fewer women in this lead role than men? Why when there are so many more female
educators than men? Why when there are so many more female administrators as a
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whole group than there are men? Why do women not get the perks and contract deals
that men get? Why will they not ask for them?
A longitudinal case study following the career paths of identified women
would be informative and helpful as well. Determining how long it takes for them to
secure a position and examining their perceived biases and obstacles along their
journey could provide valuable information.
Although there has been progress made during the recent past by women at
least securing an equal base salary as men, the inequities are still present. They are
not securing the positions at an equal rate nor are their compensation packages equal
to those of their male colleagues. Additional research and consistent inquiry will
further improve the conditions for female educational leaders in Kentucky.
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1 Augusta Independent

Female

East Bernstadt
1 Independent

Female

1 Fulton Independent

Female
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1 Jenkins Independent

Female

1 West Point Independent

Female

1 Anchorage Independent

Male

1 Barbourville Independent

Male

1 Burgin Independent

Male

1 Cloverport Independent

Male

1 Eminence Independent

Male

1 Fulton County

Male

1 Jackson Independent

Male

1 Pineville Independent

Male

1 Robertson County

Male

1 Science Hill Independent

Male

1 Silver Grove Independent

Male

1 Southgate Independent

Male

2 Clinton County

Female

2 Crittenden County

Female

Dawson Springs
2 Independent

Female

2 Gallatin County

Female

2 Hazard Independent

Female

2 Morgan County

Female

2 Trimble County

Female
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2 Washington County

Female

2 Williamstown Independent

Female

2 Ballard County

Male

2 Beechwood Independent

Male

2 Bellevue Independent

Male

2 Berea Independent

Male

2 Bracken County

Male

2 Butler County

Male

2 Caldwell County

Male

Campbellsville
2 Independent

Male

2 Carlisle County

Male

2 Caverna Independent

Male

2 Cumberland County

Male

2 Dayton Independent

Male

2 Edmonson County

Male

2 Elliott County

Male

2 Fairview Independent

Male

2 Frankfort Independent

Male

2 Green County

Male

2 Greenup County

Male

2 Hancock County

Male
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2 Harlan Independent

Male

2 Hickman County

Male

2 Lee County

Male

2 Leslie County

Male

2 Livingston County

Male

2 Ludlow Independent

Male

2 Lyon County

Male

2 Mayfield Independent

Male

2 McLean County

Male

2 Menifee County

Male

2 Metcalfe County

Male

2 Middlesboro Independent

Male

2 Murray Independent

Male

2 Nicholas County

Male

2 Owen County

Male

2 Owsley County

Male

2 Paintsville Independent

Male

2 Paris Independent

Male

2 Pikeville Independent

Male

2 Raceland Independent

Male

2 Russell Independent

Male

2 Russellville Independent

Male
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2 Somerset Independent

Male

Walton Verona
2 Independent

Male

2 Williamsburg Independent

Male

2 Wolfe County

Male

3 Anderson County

Female

3 Bell County

Female

3 Bourbon County

Female

3 Breckinridge County

Female

3 Carroll County

Female

3 Danville Independent

Female

Erlanger-Elsmere
3 Independent

Female

3 Knott County

Female

3 Marion County

Female

3 Union County

Female

3 Adair County

Male

3 Allen County

Male

3 Ashland Independent

Male

3 Bardstown Independent

Male

3 Bath County

Male

3 Boyd County

Male
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3 Boyle County

Male

3 Breathitt County

Male

3 Calloway County

Male

3 Casey County

Male

3 Corbin Independent

Male

Elizabethtown
3 Independent

Male

3 Estill County

Male

3 Fleming County

Male

3 Fort Thomas Independent

Male

3 Garrard County

Male

3 Glasgow Independent

Male

3 Grant County

Male

3 Harrison County

Male

3 Hart County

Male

3 Henry County

Male

3 Jackson County

Male

3 Johnson County

Male

3 LaRue County

Male

3 Lawrence County

Male

3 Letcher County

Male

3 Lewis County

Male
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3 Logan County

Male

3 Magoffin County

Male

3 Martin County

Male

3 Mason County

Male

3 McCreary County

Male

3 Mercer County

Male

3 Monroe County

Male

3 Newport Independent

Male

3 Ohio County

Male

3 Paducah Independent

Male

3 Pendleton County

Male

3 Powell County

Male

3 Rockcastle County

Male

3 Rowan County

Male

3 Russell County

Male

3 Simpson County

Male

3 Spencer County

Male

3 Taylor County

Male

3 Todd County

Male

3 Trigg County

Male

3 Wayne County

Male

3 Webster County

Male
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3 Woodford County

Male

4 Franklin County

Female

4 Graves County

Female

4 Lincoln County

Female

4 McCracken County

Female

4 Barren County

Male

Bowling Green
4 Independent

Male

4 Campbell County

Male

4 Carter County

Male

4 Clark County

Male

4 Clay County

Male

4 Covington Independent

Male

4 Floyd County

Male

4 Grayson County

Male

4 Harlan County

Male

4 Knox County

Male

4 Marshall County

Male

4 Meade County

Male

4 Montgomery County

Male

4 Muhlenberg County

Male

4 Nelson County

Male
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4 Owensboro Independent

Male

4 Perry County

Male

4 Whitley County

Male

5 Christian County

Female

5 Hopkins County

Female

5 Scott County

Female

5 Henderson County

Male

5 Jessamine County

Male

5 Laurel County

Male

5 Pike County

Male

5 Pulaski County

Male

5 Shelby County

Male

6 Kenton County

Female

6 Bullitt County

Male

6 Daviess County

Male

6 Madison County

Male

6 Oldham County

Male

7 Hardin County

Female

7 Boone County

Male

7 Warren County

Male

8 Jefferson County

Female

8 Fayette County

Male
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Totals:
Level 1

12 Male

05 Female

Level 2

45 Male

09 Female

Level 3

50 Male

10 Female

Level 4

19 Male

04 Female

Level 5

06 Male

03 Female

Level 6

04 Male

01 Female

Level 7

02 Male

01 Female

Level 8

01 Male

01 Female

Appendix B
Female Superintendent Survey Questions

1. Were you able to negotiate any terms of your contract? If yes, what were
they?
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2. Were you unable to negotiate effectively something you requested? If yes,
what?

3. What would you do differently during your next negotiation, if anything?

Appendix C

Superintendent Salaries by Gender and District Category
(Salaries adjusted to 240 day equivalent)
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District

Gender

N

Min

Max

M

1

Female

5

92,000

107,719

100,289

6,215.55

Male

12

74,036

142,000

103,673

20,967.55

102,677

17,732.30

17
2

Female

8

90,000

137,520

108,874

13,523.68

Male

46

85,000

159,409

109,459

15,907.80

109,372

15,461.57

54
3

Female

10

89,506

130,000

114,306

12,584.70

Male

50

92,500

170,000

120,084

18,654.84

119,121

17,829.61

60
4

Female

4

110,161

114,398

124,890

14,392.77

Male

19

90,000

152,598

123,012

15,404.54

123,339

14,930.91

23
5

Female

3

130,000

150,000

139,016

10,144.08

Male

6

120,000

160,911

130,427

15,906.04

133,290

14,223.03
n/a

9
6

Female

1

149,878

149,878

149,878

Male

4

143,000

160,020

150,070

7,924.90

150,032

6,863.70

5
7

Female

1

169,731

169,731

169,731

n/a

Male

2

148,500

183,303

165,902

14,609.77

167,178

17,541.65

253,793

n/a

3
8

SD

Female

1

253,793

253,793

SUPERINTENDENT COMPENSATION BY GENDER

Male

1

244,426

244,426

2
Total

153

244,426

n/a

149,109

6,623.83

Female

33

89,506

253,793

121,379

30,274.16

Male

140

74,036

244,426

188,426

22,713.04

Total

173

118,990

24,264.68

SUPERINTENDENT COMPENSATION BY GENDER
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Kentucky Department of Education
Frankfort, Kentucky
June 2001-July 2006 Assistant Superintendent for Instruction
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Hazard, Kentucky
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